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ABSTRACT 
PASTORAL TRANSITIONS: 
A STUDY OF FACTORS THAT INli'LUENCE SUCCESS 
by 
• 
Karen S. Grinnell 
This study addressed the quality of pastoral transitions for pastors and 
congregations and the influence various factors have on the resulting relationship formed 
betwccn the new pastors and congregations of the Niagara Frontier District of the Upper 
"'1 
New York Conference of the United Methodist Church. The study sought to fill gaps in 
the literature concerning beneficial practices prior to and during pastoral transitions that 
would help the transitions be more successful from the perspective of pastors and lay 
leaders who had experienced recent transitions, particularly with regard to gender issues. 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through surveys and interviews with pastors 
and lay leaders who had experienced transitions in the last five years. This invitational 
study involved thirty-seven pastors and thirty lay leaders of the Niagara Frontier District 
of the Upper New York Conference of the United Methodist Church who had 
experienced transitions in the last five years. 
The explanatory, mixed-methods study gained data on how pastors and lay 
leaders rated their last pastoral transitions, the learning opportunities offered by the 
conference or sought out by the participants themselves used to navigate the transitions, 
and the other factors that may have influenced the transitions. The study yielded three 
major findings: (1) effective and healthy communication among clergy, laity, and 
judicatory persons is very important to the success of a pastoral transition, (2) ineffective 
and unhealthy communication among clergy, laity, and judicatory persons results in a 
lack of tmst, which undem1ines the formation of good relationships and positive 
transitions not only for current transitions but also for those made in the future, and (3) 
greater congregational understanding and appreciation of United Methodist polity and 
how the appointment system works would help lay leaders, congregations, and pastors 
}ransition through pastoral appointments more positively. 
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CHAPTER 1 
PROBLEM 
Introduction 
The transition from one pastor to another is a time of stress for both pastors and 
congregations no matter the circumstances. A change in pastoral leadership usually 
means other changes will follow, causing tension for those within the church. 
Understanding the stress and recognizing that it is a normal part of a pastoral change can 
help pastors and congregations experience the transition in more positive ways. 
-./' 
My first two appointments went very well as I began my ministry following a first 
career as a mathematics teacher and several years as a stay-at-home mother. The first 
appointment was to two small churches whose role had become that of initiating new 
pastors. These churches received first-time pastors who stayed three to four years before 
receiving new appointments to larger churches. I attended a local pastors' training prior 
to my appointment start on how to do basic tasks of ministry such as marrying, burying, 
.baptizing, writing sermons, filing taxes, and avoiding harassment charges. 
I do not recall any special learning opportunities for transitioning to this new 
appointment and vocation or feeling a need for such training. Since I had always been an 
active church member, I naively assumed I knew what to do in the role of pastor. I did 
have a supportive and encouraging relationship with my district superintendent with 
whom I could discuss any issues that arose. Fortunately, a very good relationship 
developed between these congregations and me. I believe I handled the worship and 
administration of these churches well, and our time together was enjoyable. I felt loved 
and appreciated throughout the three years I served at that church. My last Sunday in the 
Grinnell 2 
• 
pulpit was an emotional one as I left to become the associate pastor of a large 
congregation nearby. 
My second appointment was to a single, much larger congregation and to a new 
pastoral role in which I worked as part of a team. Again, I do not recall any special 
training before this appointment. I still served under the same district superintendent, and 
• 
I anticipated another good appointment. For the most part, this assumption proved true, 
though I struggled with some unhealthy communication issues and need for a more . 
--. 
clearly delineated job description. Overall, I enjoyed this four-year appointment and the 
:./ . 
relationship I had with this congregation and senior pastor very much. 
During this appointment, I studied Edwin Friedman's family systems theory in a 
clinical pastoral education class and began to incorporate his ideas into my ministry style. 
I started to notice how I communicated poorly through triangling and how lover 
functioned. Similar patterns of behavior within my family of origin became apparent to 
me. 
• 
At this time, I was approaching ordination, and as I expected, I received a new 
appointment to be solo pastor of a midsized congregation. Prior to the start of this 
appointment, I attended a workshop the district leadership offered for transitioning 
pastors and members of Pastor Parish Relations committees. During the workshop, I 
learned the people attending from my new appointment had to leave a retreat in order to 
be present for this training. I sensed an underlying resistance with those soon-to-be 
parishioners, yet I still hoped for another good relationship with those I pastored. 
My third appointment followed a beloved, long-term pastor whose next 
appointment was to a congregation only twenty minutes away. Over the four years I 
• 
, 
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served in this appointment, I never felt fully accepted as the pastor of this congregation 
because many members did not release emotionally from their previous pastor. Despite 
the transition workshop that I attended with the Pastor Parish Relations committee 
members, we stmggled to form a healthy relationship. In addition to the congregation and 
me having differing expectations in ministry styles and goals, I was the first woman 
pastor at that church, and this factor was definitely an obstacle in the development of a 
good relationship between us. I wondered what might have helped this transition be better 
for me..and for the congregation. 
~ .... 
My current appointment is to a congregation whose pastor died of a heart attack 
while actively serving the church. Similar factors to previous appointments and new ones 
influenced this transition. The congregation treasured fifteen years of ministry with that· 
pastor. I was the first woman pastor appointed to this congregation. The previous pastor 
, 
had been dealing with health issues for several months before his death, so lay leaders 
had accepted many responsibilities to keep programs and worship going as usual. 
.However, some members of the congregation became frustrated because the pastor did 
not retire. I was responsible for cleaning out his office and tending to his files, which 
contained much of his professional library, personal books, and mementoes as well as 
sensitive material that needed shredding. His shoes were still under the desk. I did not 
utilize any transition materials for this new appointment, yet even with these unique 
factors, the congregation and I have formed a wonderful relationship. These known 
factors of attachment, gender, and grief along with other unknown factors have 
influenced my transitions in both positive and negative ways as I tried to be the best 
pastor I could be. 
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. Through my pastoral transitions I would rate good, I experienced mostly positive 
relationships with members of the congregations. I felt welcomed to the parishes, and we 
were able to envision a future in ministry together and act upon it. Through the single 
• 
transition I would rate bad, I experienced negative relationships with several members of 
the congregation. I did not feel welcomed, and those members could not envision a future 
with me as their new pastor. I can identify factors, both helpful and unhelpful, that 
influenced each of these transitions, including but not limited to workshops for pastors 
• 
. . 
and lay leaders offered by the conference; learning opportunities I researched on my own; 
and personal, church, and community values that influenced my thoughts, as well as 
congregational members' thoughts, in ways we mayor may not have been aware of at the 
time, such as gender bias, unrealistic expectations, unhealthy relationships, and 
communication styles. 
, Through conversations with colleagues, both clergy and lay, I have learned of 
several other instances of good and bad pastoral transitions within the conference and 
. .factors that influenced those transitions. I wanted to investigate these transitions and 
factors from the perspective of the people involved to learn what was helpful and what 
was not as they prepared for the change. 
Many studies and resources are available for those who face a pastoral transition. 
The Alban Institute has done studies on pastoral transitions, and they offer several books, 
workshops, and consultation opportunities to pastors and congregations based on their 
findings. Interim ministry programs exist within the Evangelical Lutheran Church of 
America, the United Church of Christ, the Presbyterian Church USA, the Episcopal 
Church, and even the United Methodist Church to help with these transitions. I found 
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very few colleagues who knew of the program within the United Methodist Church. 
Followership, the responsibility of being a good follower, is an emerging area of 
research. Studies on gender issues show resistance continues for women in ministry. 
Even with the research and various programs available, I fOlind my conference 
was not addressing the stress of pastoral transitions that pastors and congregations 
experience. Through this study, I hoped I could highlight the need to deal with the stress 
of a change in pastoral appointment and generate a list of factors that I could share with 
judicatory persons that pastors and lay leaders in my conference believe would contribute 
to more positive transition experiences. 
Purpose 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through interviews with pastors and lay 
leaders who had experienced transitions in the last five years. I intended to share the 
• 
results of this study with my district superintendent and give him permission to use the 
information to help prepare pastors and congregations for future moves. I also intended to 
assist with those preparations by leading transition workshops, having conversations 
within mentoring relationships, and teaching classes as invited or able within the district 
and conference. 
Research Questions 
This study led me to consider four research questions with regard to transitions 
during pastoral changes. These questions dealt with the nature of the transition 
experienced by the pastor and the lay leaders and whether any training or counseling 
• Grinnell 6 
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support was offered by the conference or other agency. I also wondered if the participants 
knew of any other factors that may have influenced the transition, with a particular focus 
on gender issues. 
• 
Research Question #1 
How do pastors and lay leaders evaluate their last transitions? 
Research Question #2 
What learning opportunities did the conference offer prior to and/or during the 
.. 
transition? 
Research Question #3 
What resources, conference provided or otherwise, were actually used? 
Research Question #4 
What other factors may have influenced the transitions with special emphasis on 
issues of gender, age, marital status, race, physical ability, and/or personal relationships? 
• Definition of Terms 
• 
Specific language is used in the United Methodist Church to define roles and 
processes. The following words are used as defined throughout the project. 
Lay leaders in the United Methodist Church are persons specifically selected by 
the congregation to hold this position of leadership. These people work closely with the 
pastor as they represent the laity in areas of ministry in the church. 
Transition is the passageJrom one pastoral appointment to another. In some 
denominations, this process can be lengthy. In the United Methodist Church, the 
. 
transition tends to be short between regular pastoral appointments. In crises situations, a 
longer period of time may be prescribed by judicatory persons. In this study, I considered 
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the transition period to begin when a new appointment is announced and continue 
through at least the first year of the appointment. 
Leamillg opportunities refer to programs or resources offered by the conference 
or another agency to assist pastors and congregations in the transition process. They may 
also be resources that a pastor or congregation seek out on their own. 
. Factor is any agent that may influence a pastoral transition. Factors could include 
values, traditions, reasons behind the need for a transition, gender, age, marital status, and 
.. . 
an)"Other influence the pastor or lay leader could identify as having an effect on the 
transition. 
Ministry Project 
I focused this study on the pastors and lay leaders of churches within the Niagara 
Frontier District of the Upper New York Conference of the United Methodist Church 
who had experienced a pastoral appointment change in the last five years. I used a survey 
to understand better how pastors and lay leaders rated their newest pastoral appointment. 
Through open-ended questions and semi-structured interviews with select clergy and 
laypersons, I asked what learning programs, resources, and factors influenced the 
transition. I compiled a list of those factors and looked for themes among the responses. 
This study took place over a span of five months after receiving approval from the 
district superintendent. This study intended to elicit comments from pastors and lay 
• 
leaders, so I was careful to prompt minimally and consistently for specific responses. I 
compiled the results of the survey and interviews and created a list of common factors 
that influenced transitions in positive and negative ways. As I summarized the data, I 
realized the individual factors did not influence the transitions as much as good 
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communication and an understanding and appreciation for the United Methodist 
episcopal system of polity. I then shared the information with judicatory persons. 
Context 
Francis Asbury, the first Methodist bishop in America, appointed pastors to 
rriinister in specific churches. As the frontier opened, he sent pastors to share the gospel 
throughout the new territory. This appointing and sending is a unique characteristic of 
Methodist polity called the appointment system (Book of Discipline 264). 
The United Methodist Church today continues touse the appointment system for 
pairing pastors with churches. The bishop and district superintendents of a conference, 
called the cabinet, prayerfully consider the gifts and graces of pastors and the needs of 
churches to make these appointments. Pastors and lay leaders of churches fill out 
extensive profile forms to describe their identity so the cabinet can work with as much 
information as possible. United Methodist congregations and pastors commit to the 
appointment system and, therefore, relinquish the right to seek ministerial appointments 
on their own. 
The Upper New York Conference of the United Methodist Church was formed in 
June 2010 by the joining of four smaller conferences in New York State. Geographically, 
it covers most of the state outside New York City and Long Island. According to Mary 
Bradley, office manager in the bishop's office, as of January 2012, the total membership 
was 182,000 parishioners in 934 churches. Six hundred eighty active clergy serve these 
churches and special ministries. One bishop serves over twelve districts. 
The Niagara Frontier District is located at the western end of upstate New York. 
Two of its boundaries are Lake Ontario to the north and Lake Erie to the west. According 
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to Julie Maciejewski, administrative assistant in the Niagara Frontier District office, as of 
January 2012,19,217 parishioners worship in eighty-one churches with seventy-five 
active clergy. The members of the churches in this district are very diverse in terms of 
theology, economic status, and educational levels. Most churches have a Sunday morning 
worship attendance of less than one hundred people. 
Methodology . 
I conducted this study using an explanatory, mixed-methods design. Surveys were 
-
sertt electronically to all pastors and identified lay leaders asking them to rate their last 
• 
pastoral transition experience as positive or negative. The survey and questionnaire asked 
the pastors and lay leaders to report any training or counseling they received from the 
district or conference or researched on their own and whether the training or counseling 
was helpful in navigating the transition. An open-ended question asked them to share 
whether any other factors influenced the transition process. I then conducted semi-
structured interviews with clergy and lay leaders I selected from those responders who 
\.Vere willing to continue with the study. I had a research reflection team who helped me • 
• 
make those selections. I recorded and analyzed the responses, noting common themes. I 
tabulated results from the surveys and interviews and shared them with my district 
superintendent. 
Participants 
Participants were pastors and lay leaders of United Methodist churches in the 
Niagara Frontier District of the Upper New York Conference of the United Methodist 
Church who had experienced a pastoral appointment change in the last five years. A total 
of ninety-eight pastors and lay leaders received an e-mail invitation to complete my 
• 
• 
• 
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survey. Thirty-seven clergy and thirty lay leaders returned the surveys. From those 
persons, I conducted follow-up interviews with ten clergy and ten lay leaders who offered 
to continue with the study. 
Instrumentation 
This study employed an explanatory, mixed-methods design. In order to respond 
to the goal of this project, data collection relied on two instruments. The Transition 
Quality Survey (TQS) allowed participants to rate their last pastoral change experience 
ana report any training, consulting, or learning opportu~ities offered and/or utilized. 
Participants had the opportunity to list any other factors they believed contributed to the 
transition experience. I conducted fol1ow-up interviews with the Transition Factor 
Questionnaire (TFQ), a semi-structured interview protocol. 
Variables 
The variables were the factors that influenced pastoral transitions for the pastors 
and lay leaders in the Niagara Frontier District of the Upper New York Conference of the 
United Methodist Church in the last five years. The intervening variables were computer 
and e-mail accessibility, participants' inability to think of answers, and a lack of 
participants' Willingness to participate in the study . 
• 
Data Collection 
The study occurred over five months. I sent surveys electronically to al1 pastors 
and identified lay leaders of the Niagara Frontier District churches with Internet 
accessibility. Participants returned surveys electronically. I coded those responses to 
ensure confidentiality. I conducted follow-up interviews with pastors and lay leaders my 
research reflection team and I selected from those who were willing to continue with the 
• 
• 
• 
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. study. I formulated a list of factors from the data and shared the major findings with 
judicatory persons. 
Data Analysis . 
Data was gathered through explanatory, mixed-methods design research. I used 
both quantitative and qualitative research questions. I organized the data and evaluated 
the open-ended responses from the TQS and the transcribed interview responses from the 
TFQ by coding and observing common themes. I established a protocol of analysis for 
coding those themes that a professional coder and I used.-
Generalizability 
The intent of the study was that the cabinet of the Upper New York Conference of 
the United Methodist Church would use this information when making pastoral 
appointments and offering transition help. Suggestions for improving transitions would 
benefit the practice of ministry by helping congregations and pastors experience 
transitions in a more positive way. 
• 
Some possible weaknesses to this study exist. The subjective nature of the • 
responses made them less reliable than objective responses. Those pastors or lay leaders 
with extreme experiences, either good or bad, may have been more likely to respond than 
others. As in all studies, I was dependent on pastors and lay leaders responding to the 
survey and interviews. People may not have been able to think of learning resources 
when they were not aware of them or had not experienced them. The issue of 
confidentiality was a reason people may not have responded with complete honesty . 
• 
• 
• 
• 
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Theological Foundation 
The writer of Ecclesiastes proclaimed, "There is a time for everything" (Eccles. 
3: 1, NIV). In the life of a congregation, pastors come and pastors leave. The time 
between one pastor's ending and the next pastor's beginning is a time of transition for the 
congregation and for new pastor. The process of letting go of one relationship in order to 
grasp another is very important in the life of the church. As in a relay race, the baton must 
be passed from one leader to the next on the spiritual journey of a congregation (Forman, 
Jones, and Miller 21). 
The Old and New Testaments describe transitions of leadership over the Hebrew 
nation: "In fact, the whole message of the Old Testament is about successfully passing 
the heart of faith from one generation to another" (Cordiero II). In Genesis, Abraham 
passed the mantle to Isaac, and he, in turn, to Jacob through birthrights and blessings 
(Gen. 25:5; 27:28-29). Moses guided the Israelites across the wilderness, a transition 
from life in Egypt to life in the Promised Land. He passed his leadership role on to 
J.oshua (Num. 27:23). Elijah passed his mantle to Elisha to symbolize the sllccession of 
leadership from one to the other (I Kings 19: 19). The kings were anointed to signify the 
transition to new leadership (e.g., 1 Sam. 10: I; 16: 13). 
In the Gospels, John the Baptist continually reminded people he was preparing the 
way for the Messiah and refused to let his followers cling to him (Matt. 3: I I). Jesus sent 
his disciples out with power and authority to preach and heal as he had done (Mark 6:7-
13). After Jesus' death and resurrection, the disciples birthed churches according to 
Jeslls' command in the Great Commission (Matt. 28: 18-20). He sent the Holy Spirit to 
guide believers in his absence (John 14:26). 
• 
• 
• 
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The book of Acts is an historical account of the missionary journeys of the 
apostles. Paul's conversion experience on the road to Damascus marked the beginning of 
his missionary work as he birthed churches and raised up leaders such as Timothy and 
Titus to continue in his place. The Epistles describe many experiences of passing the 
mantle of leadership. First Timothy 1:3 says, "As I urged you when I went into 
Macedonia, stay there in Ephesus so that you may command certain people not to teach 
false doctrines any longer." Titus 1:5 says, "The reason I left you in Crete was that you 
might put in order what was left unfinished and appoint elders in every town, as I 
directed you." These accounts of leadership transitions arc examples for pastors to follow 
today. 
Christians have celebrated this passage of leadership through their apostolic faith. 
I found a very poignant example in Saint Patrick's Church of Ireland Cathedral in 
Armagh, Northern Ireland. On a wall in the church, I saw the names of the bishops and 
archbishops from St. Patrick (AD 444) to the present day prominently posted. At that 
~oment, I gained a new understanding of the importance of passing the mantle as I 
looked at the wall and understood the years of continuolls Christian leadership in that 
place (see Figure l. J ). 
• 
• 
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Figure 1.1. Partial list of abbots and bishops of St. Patrick's Church of Ireland 
Cathedral, County Armagh, Northern Ireland. 
Several factors can influence the way transitions are experienced. Joseph became 
a leader in Pharaoh's court after his brothers sold him into slavery (Gen. 39). Joshua led 
the Israelites into the Promised Land after the death of Moses (Deut. 34). Esther became 
a leader after King Xerxes chose her to be queen (Esth. 2). The disciples continued to 
lead when empowered by the Holy Spirit after Jesus ' death (Acts 2). Paul became a 
• 
, 
, 
• 
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leader after his blinding experience on the road to Damascus (Acts 9). These examples 
represent some of the ways transitions happened throughout biblical history. 
Not all transitions go well. Sometimes transitions go poorly because the mantle 
was not passed well to the next leader. Sometimes members of the congregation will not 
follow the new pastor but choose to continue to follow the previous pastor. Paul 
addressed this problem in 1 Corinthians 4:6 with regard to followers of Apollos, referring 
to those who did not respect boundaries or those who developed dependent relationships. 
Even Jesus had disciples who turned away when the teaching was too hard for them to 
accept (John 6:60). Those disciples could not continue following Jesus when they did not 
understand his teaching or share his vision for ministry. 
However, change is inevitable, and as the writer of Ecclesiastes proclaims, time 
goes on even through the changes. Birth and death, weeping and laughing, mourning and 
dancing happen (3:2,4). With God's grace and human beings' attempts to live out that 
grace in their lives, they can try to navigate their way through those changes in the best 
ways possible . 
The prophet Isaiah, proclaiming God's word in 43:19, says, "See, I am doing a 
new thing!" Transitions from one pastoral appointment to another are opportunities for 
churches and pastors to participate in God's new thing. Through a change in leadership, 
parishioners can be challenged to grow in new and exciting ways as they welcome the 
gifts and graces of a new pastor, and pastors can be challenged to grow as they appreciate 
the history and culture of their new congregations. 
• 
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Overview 
Chapter 2 presents a biblical model of change and reviews literature on leadership 
through pastoral changes, women in ministry, and research design. Chapter 3 presents 
discussion on the design of the study, instrumentation, and data collection and analysis. 
Chapter 4 reports the findings of the study. Chapter 5 summarizes the results of the study, 
suggests practical applications of the findings, and offers suggestions for further study . 
• 
• 
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CHAPTER 2 
LITERATURE 
Introduction 
Change is a fact of life. Humans experience change in their lives as they grow 
physically and spiritually, letting go of one thing in order to transition to another. William 
Bridges states, "The failure to identify and be ready for the endings and losses change 
produces is the largest single problem that organizations in transition encounter" (5). 
Understanding and accepting that change will happen can make transitions easier to 
navigate. 
Transitions in pastoral leadership bring tension to the lives of both pastors and 
congregations. Letling go of what is familiar to take hold of the unknown can be 
frightening. It can also be exciting. Identifying resources helpful to the transition process 
and making them available to pastors and congregations can case the tension for all 
involved and result in a positive pastoral transition. 
, 
• 
In pastoral ministry, some typical areas exist where change is resisted. Accepting 
• 
a woman pastor when the appointment has always been a man can be difricul! for some 
people and congregations. Entering an appointment after a heloved pastor leaves can he 
especially difficult for a new pastor. A congregation may have difficulty accepting a new 
pastor after a long-term pastorate. Abuse of the pastoral position hy one pastor can lead to 
a congregation having difficulty in accepting the next pastor. Whatever the reason for the 
change, stress can always be expected at some point in the transition. 
Some denominations have developed policies to assist pastors and congregations 
through the process of pastoral transitions, while others have not. Sometimes resources 
• 
• 
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such as seminars, workshops, interim ministries, and recommended reading lists are 
offered to pastors and congregations, and sometimes people seek help on their own 
through reading, conversations with friends and colleagues, or training specifically 
focused on pastoral transitions, including interim ministry programs. 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through interviews with pastors and lay 
leaders who had experienced transitions in the last five years. I intended to share the 
results of this study with my district superintendent and give him permission to use the 
information to help prepare pastors and congregations for future moves. I also intended to 
assist with those preparations by leading transition workshops, having conversations 
within mentoring relationships, and teaching classes as invited or able within the district 
and conference. 
An Old Testament Transition 
• 
Leadership principles are found throughout the Bible. In particular, the example 
of Elijah and Elisha demonstrates good practices for passing the mantle of authority, for 
sharing knowledge in the transition period, and for followers supporting a new leader. 
Several passages are also found in Scripture regarding appropriate roles in ministry for 
women. People on both sides of the controversy of women's ordination and authority in 
the church use the Creation and Fall stories, gospel stories of Jesus' ministry with 
women, and Paul's writings to support their positions. 
The transition of leadership for the nation of Israel from the prophet Elijah to the 
prophet Elisha, recorded in 1 Kings 19: 19-21 and 2 Kings 2: 1-12, presented several 
• 
• 
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important moments for studying transitions in leadership. God's call of Elisha to follow 
Elijah was important in establishing Elisha's authority as well as marking the beginning 
of his new ministry. Elijah had time to share his wisdom and knowledge with Elisha 
before leaving this world. Elisha used the mantle Elijah had given him in a symbolic way 
to demonstrate he had received Elijah's authority to lead and to transfer power from one 
generation of leadership to another. The followers had to transfer their allegiance to the 
new leader. The transition process took time and effort from all parties involved to . 
continue, effectively, the work of God. 
Elijah and Elisha were prophets of the northern kingdom of Israel in the ninth 
century Be during the time of unfaithful kings. Elijah's and Elisha's messages were 
strong against the syncretistic worship the unfaithful Israelite kings allowed and even 
encouraged. When Elijah successfully demonstrated the impotence of the pagan god, 
Baal, against the power of God during King Ahab' s reign, he had to go into hiding to 
preserve his life. God provided food and water for his survival and kept him safe from the 
vyrath of Queen lezebel. Then, God directed Elijah to commission his own successor, 
Elisha. The next several years became a time of transition when Elijah shared his 
knowledge with Elisha. Following Elijah's death, Elisha continued to call the Israelite 
kings to faithfulness. The Israelites needed to transfer their loyalty to the new leader for 
effective ministry to continue. 
The ministries of Elijah and Elisha had many similarities. Both Elijah and Elisha 
performed miracles to confirm God's call upon their leadership. Elijah provided flour and 
oil for the widow at Zarephath, and Elisha provided oil for a widow in the company of 
prophets. Both prophets resurrected sons of foreign women (l Kings 17; 2 Kings 4). Both 
• 
• 
• 
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prophets separated the waters of the Jordan River when they touched the water with the 
same mantle (2 Kings 2). These miracles confirmed God had granted Elijah and Elisha 
authority to lead. 
• 
God directed Elijah to find Elisha to anoint him as the succeeding prophet leader 
(1 Kings 19:16). Elijah wore a mantle, an outer garment that symbolized God's power 
and authority. He used it to signify the transference of power from himself to Elisha as he 
placed it upon Elisha's shoulders, and he used it to part the waters of the Jordan River so 
he could cross over before being taken up into heaven (Edwards 233). Elisha knew the 
meaning of having Elijah put the mantle upon his shoulders. He knew the mantle was a 
token of spiritual power, and Elijah's action was a call to behis assistant and apprentice 
(DeVries 239). 
Elisha agreed to follow Elijah. In response to this new call, Elisha sold most of his 
oxen and sacrificed the rest. This action suggests he came from a wealthy family and 
looked forward to a life of comfort. Instead, he answered God's call to be a prophetic 
h~ader and committed himself to an unknown future. Elisha bid his parents goodbye and 
followed Elijah as his servant (1 Kings 19: 19-21). 
No description is given in Scripture about the length of time of the transition 
between when Elisha was chosen to succeed Elijah and when Elijah ascended into heaven 
in a whirlwind. Readers can imagine, however, Elijah shared his knowledge and wisdom 
with Elisha and prepared him for the leadership task ahead. Elisha was an apprentice to 
Elijah during that time, and the process of passing the mantle of leadership happened as 
the two prophets lived, traveled, and ministered together. Some scholars propose this 
• 
• 
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transition could have spanned a period of time greater than twenty-five years (Fountain 
195). 
When the time came for Elijah to be taken up into heaven, he touched the Jordan 
River with his mantle to separate the water, allowing Elisha and him to walk across the 
riverbed to Jericho. Three times Elijah commanded Elisha to stay behind, but Elisha 
would not leave. Elisha's perseverance demonstrated his faithfulness to Elijah's 
leadership. Along the way, Elisha boldly asked Elijah for a double portion of his spirit. 
This request was not to do more ministry than Elijah; rather, it was a desire to carryon 
Elijah's ministry as a firstborn son, the rightful heir of a double portion who would carry 
on his father's work (NIV Study Bible 702). Elijah said only God could grant this request. 
After Elijah was taken up into heaven in a whirlwind, Elisha used the mantle of 
his mentor to part the waters of the Jordan River again so he could return to the other 
side. This dramatic event confirmed God had transferred authority from Elijah to Elisha. 
Elisha needed assurance of the confirmation as well as the sons of prophets who watched 
f~om afar. Even so, the other prophets insisted on sending servants to search for Elijah 
when Elisha met them on the shore. 
Elisha tried to stop the sons of prophets, but he finally relented. These servants 
searched for three days before returning to bow to Elisha's authority. Elisha continued to 
perform miracles to confirm God's call to this ministry. He turned bad water into pure 
water in Jericho, and he called down a curse upon mocking youths (2 Kings 2: 19-25). He 
continued to prophesy against Israel's unfaithful kings as he provided consistent 
prophetic leadership as Elijah's successor. 
• 
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Leadership through P'lstoral Changes 
The United Methodist Church operates under an appointment system. The 
cabinet. a judicatory group made up of the bishop and district superintendents of a 
conference. prayerfully considers the needs of the churches and the gifts of pastors under 
their charge in order to match, as best they can. the two together. This process is in 
contrast to a call system where churches and pastors make their own connections for 
employment and service. At ordination. United Methodist elders take a vow of itineracy. 
agreeing to go where appointed. The itinerant system has been in place for the Methodist 
Church since Francis Asbury first sent pastors across the expanding United States in the 
late 1700s (Book of Discipline (IT33S). 
A necessary component for the itinerant system to work is trust. Pastors trust their 
gifts will match the churches' needs where they are appointed. Churches trust they will 
receive pastors who will be the leaders they need for the next portion of their spiritual 
journeys. The cabinet trusts pastors and churches will be honest in filling out forms that 
describe their identities. gifts. and needs. which are used to pair churches and pastors 
together. All parties involved in the transition hope for a good match. However, a reality 
or the itinerant system is the finite number of churches and pastors available for pairing. 
and sometimes an appointment does not become the perrect match as hoped. This 
underlying reality brings apprehension to every appointment change. 
Appointment Changes 
A change in pastoral appointment becomes necessary ror several reasons. Positive 
and negative situations may require a pastoral transition. Retirements, the pastor's family 
needs, a congregation's leadership needs, contlict, abuse of the office. even death are 
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some of the reasons a pastoral appointment may change. A pastor or congregation may 
receive a new appointment by request. The call for a pastor to move may come 
unexpectedly. It may be a welcomed change, or it may be a resented change by either the 
pastor or the congregation. 
In both the positive and the negative situations, a change in pastoral appointment 
will bring anxiety to the pastor and his or her family as well as the congregation from 
which he or she leaves. Appropriately navigating the transition and managing the anxiety 
felt by all parties involved can lead to the formation of a positive relationship and a good 
new start for churches and their newly appointed pastors. 
In the Business World 
• 
Transitions are not unique to church life. In the business world, managers and 
other leaders often experience job moves. In the current culture and economy of the 
United States, job changes happen frequently. Psychologist Ira M. Levin highlights the 
need for building new and effective work relationships quickly, and he notes a lack of 
, 
r~sources for helping organizations and employees through the transition process. Levin's 
research suggests a manager has only 90-120 days to assimilate into a new role (58). 
Issues for Pastors and Congregations 
In the Upper New York Conference of the United Methodist Church, the normal 
date for all pastors to move is 1 July of each year. No time passes between the 
appointments of an outgoing pastor and an incoming pastor. The incoming pastor must 
navigate the pastoral transition immediately and manage the church's anxiety along with 
his or her own. Pastoral work and relationship building must begin right away, yet all 
involved need appropriate time for dealing with the change . 
. 
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Pastors and congregations face some common issues when dealing with pastoral 
transitions. One is the difficulty of letting go of the last appointment. A pastor may have 
had a wonderful relationship with the previous congregation. A congregation may have 
loved their previous pastor. Letting go of the past is necessary, however, in order to form 
the new relationship. This release can be especially hard after a long and successful 
. appointment. 
Something both pastors and congregations may face is a difficulty in accepting 
the new appointment. Issues here may include stereotypes about gender, age, race, 
• 
marital status, or style. Joy J. Moore, the first African-American woman to be ordained in 
the West Michigan Annual Conference, shared with me her frustrations with pastoral 
moves to congregations unwilling to accept her as a black, single, woman pastor. To her 
knowledge, those congregations received no transition preparation in general or 
specifically regarding her gender, race, or marital status. These issues did become 
unspoken areas of anxiety at her appointments affecting the quality of her transitions. 
, 
• 
The styles in which pastors and congregations are accustomed to working may be 
very different from each other and be causes of conflict. Worship style can often be an 
area for tension. A pastor who promotes contemporary worship in a traditional church 
may face conflict. High-church and low-church preferences may cause tension between 
pastors and their new congregations. Welcoming children in worship, placement of 
baptisms or communion in the worship service, when to visit shut-ins, and any other issue 
important to the pastor or congregation can become an area for conflict. Communication 
style and unspoken expectations may derail a new pastoral relationship. Pastors and 
congregations, alike, may not realize they are communicating in an offensive way to their 
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new charge (Coyner 35). Leadership styles can be very different from one pastor to the 
next. A congregation used to a laid-back leader will need time to adjust to a take-charge 
leader. Likewise, a congregation used to a controlling leader may feel lost and unsure of 
themselves when a less controlling pastor is appointed. 
Sometimes, a pastoral change becomes necessary due to negative issues. The new 
pastor may enter an appointment to a congregation hurting due to a serious conflict, a 
previous abuse situation, or a broken relationship for another reason. The new pastoral ' 
relationship will begin with underlying emotions and unresolved conflict that can 
jeopardize the formation of a new healthy relationship. 
Strategies 
One point virtually all transition specialists note is that change can bring 
opportunities for growth (e.g., Bridges; Steinke). A congregation can use the time of 
transition to evaluate their identity, set goals, and deal with negative emotions and 
unresolved issues. While the temporal space between one pastoral appointment and 
another in the United Methodist Church is minimal, a new pastor has the opportunity to 
lead a congregation through these important issues in the early days of the new 
appointment. Taking the time to reflect on personal priorities and goals is important for 
letting go of the past and looking forward to the future for both pastors and 
congregations. 
Several emotions can surface when a pastoral change occurs. Grief over the loss 
of a beloved pastor or congregation is important to acknowledge, allowing everyone to 
• 
move through the natural stages of denial, anger, bargaining, depression, and acceptance, 
as described in Elisabeth Ktibler-Ross's book, On Death and Dying. In the unusual 
• 
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situation of the death of a pastor while in office, grief is naturally expected. If some 
members of the congregation had been wishing the pastor would leave, guilt and 
resentment enter the picture. The new pastor must allow time and space for the 
congregation to come to tel IllS with all of their emotions. 
The Alban Institute strongly recommends a congregation take its time during the 
interim period of pastoral leadership to remember their history, reflect on its current 
identity, and reevaluate its vision and mission for the future. Intentional interim ministry 
can help a congregation prepare for new pastoral leadership by providing opportunities to 
tend to old issues of conflict and reflect on leadership needs. Congregations that take the 
time for this deliberate reflection can experience more positive transitions (Nicholson v) . 
Pastors can seek training to heJp congregations through times of transition and to 
reflect on their own journeys. Training in family systems theory, interim ministries, 
transitional leadership, and other similar programs are available for those who desire to 
improve their skills in this area. With this training, pastors and congregations can learn to 
n~vigate change in better ways . 
The Transition Process 
According to Bridges, the beginning of a transition is when a person leaves the 
position. The end of the transition is when the new person starts. He calls the time in 
between those two points the Neutral Zone, and he considers the management of that 
time to be very important. An understanding of each person's loss is vital. Clear and 
frequent communication of the transition process will help to ensure everyone knows 
what is happening (27). 
• 
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Lovett H. \Veems, lr. highlights the importance of leaving well and starting well 
as pastors negotiate the transition. He encourages saying good bye and thank you to key 
people as part of the exiting process. He suggests meeting or calling key people at the 
new appointment on the first day. Weems encourages only positive references in all 
conversations when leaving an appointment and starting an appointment, no matter the 
conditions of the need for moving. 
Another important task while an organization is in transition is getting people to 
embrace the direction of the new leadership. Everett M. Rogers explains the process of 
getting people on board with new ideas. The process begins with the identification of 
various persons who have influence, called opinion leaders (300). Opinion leaders are 
able to influence others to accept new ideas. Certain segments of the population, called 
innovators and early adopters, who are most willing to accept new ideas follow the lead 
of opinion leaders and lead the way for others to come on board (280). For a new pastor, 
early identification of and connection with these people in the congregation can be 
cI:Ucial to a successful transition in leadership (361) . 
Family systems theory is another model that may help a pastor lead a 
congregation through the transition of a new appointment. Remaining a non anxious, self-
differentiated presence in the middle of conflict and uncertainty is important as the new 
relationship between pastor and congregation is established. Maintaining a balance 
between closeness and distance with the new congregants while avoiding triangle 
relationships and over or under functioning will help those congregants deal with their 
emotions in a healthy way (e.g., Friedman; Steinke). 
, 
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Followership 
Leading a congregation through a pastoral transition is different from leading in 
general. Leading in general happens after the pastor and the members of the congregation 
have fOlIned a relationship. When a new pastor arrives at a church, no such relationship 
exists. The pastor, as leader, and the members of the congregation, as followers, must 
begin working together right away. Trust has not had time to develop. Both parties have 
to assume characteristics in the other such as integrity, sincerity, and honesty. This 
assumption does not always happen, particularly when the appointment change was not 
wanted. 
Followership is a concept many authors do not address directly. Leadership has 
been the focus of many studies and books while the responsibility followers have to 
support good leaders often goes without mention (Sweet 25). Rogers speaks about 
followership indirectly as he distinguishes innovators and early adapters from laggards, 
recognizing the power of each group upon the final acceptance of a change (280). 
R~sistance and sabotage are to be expected. Chronic criticism is a sign the leader is 
functioning well with an unspoken understanding those behaviors are not representative 
of good followers. However, too often, the leader has full responsibility for a good 
transition (Chand 134, 157; Freidman 11, 19; Coyner 35). 
Bridges understands the importance of followership as he encourages transition 
leaders to respect the needs of those going through a transition in order to allow time for 
grieving losses and embracing new opportunities, but he does not refer to the 
responsibility of followers (32). The same is true in business articles about interim 
managers. James Wagstaffe's article on interim management is one source that hints at 
, 
, 
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followership when saying client commitment must be at the highest level to achieve 
success (20). 
Leonard Sweet points out, "Our leader-centric culture esteems and emphasizes 
leadership over followers hip" (22). He shares the importance of a "first follower" as the 
one who begins the process of joining with a leader (9). Sweet illustrates with an example 
from the 2009 Sasquatch Festival in eastern Washington where a man stood up in a 
crowd and began dancing to the music. After a few moments of dancing alone, another 
person joined in. Soon others joined the dance as well (7). Sweet says, "The first follower 
breaks some kind of social membrane and gives others the courage to follow their hearts" 
(9). This example is similar to Rogers' example of an opinion leader (300). 
Barbara Kellerman addresses the need for followers to accept responsibility for 
supporting good leaders and removing bad leaders. She suggests, "Those who obey 
orders playas important a role in human affairs as those who issue them" (15). Kellerman 
labels groups of followers as bystanders, participants, activists, and diehards based on 
th,eir degree of willingness to challenge the status quo (92). Rogers uses a similar system 
with labels of laggards, late/early majority, early adopters, and innovators (283). 
Appropriate attention given to each of these categories of people can help the transition 
process go well. 
Kellerman highlights the power followers have to influence situations and warns 
leaders not to ignore or dismiss their followers (xxi): 
But by and large we scarcely notice that, for example, followers who 
mindlessly tag along are altogether different from followers who are 
deeply devoted; and we scarcely notice that the distinctions among 
followers are every bit as consequential as those among leaders. (75) 
, 
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The members of a congregation can negatively affect a pastoral transition if they are not 
good followers. If they do not become devoted to the new pastor, whether he or she is a 
good leader or not, the likelihood of a successful pastorate is slim. 
Interim Ministries 
A transition from one pastoral leader to another will be an anxious time for 
members of a congregation and, if handled well, can be an opportunity for the 
congregation to grow. Interim ministry is ministry provided between one pastor's 
departure and another pastor's arrival. The Alban Institute came into being in the mid-
1970s, before the phrase interi111111inistry existed, ananging for pastors already serving in 
this capacity to come together to share their experiences and encourage each other in their 
work. The Interim Ministry Network, an interdenominational agency, grew out of those 
early meetings. The Network developed standards and training for interim pastors and 
became a resource for churches to find trained pastors who could provide guidance 
through the transition period (Macy 5). 
• 
Great variety exists in the types and lengths of interim pastorates served. Each 
congregation has specific needs based on its history and the nature of the last pastor's 
exit. In the Upper New York Conference of the United Methodist Church, the cabinet 
does not appoint interim ministers very often. When an interim minister is appointed, 
though, the cabinet establishes guidelines, salary, and time limits. In other denominations, 
pastors and congregations negotiate the terms between themselves. Either way, 
congregations and pastors should communicate expectations clearly at the beginning of 
the formal relationship, even signing a contract to eliminate any confusion (Macy 17). 
• 
• 
• 
• 
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A congregation may hire an interim minister for positive and negative reasons. 
Positive reasons could include natural pastoral exits such as retirement, a new 
appointment, or a spouse's job change. Negative reasons could include conflict or abuse 
of the pastoral office. In either case, an interim period can be a good time for a 
congregation to tend to certain tasks. 
The Alban Institute 
The Alban Institute established five items for interim pastors to help the members 
of the congregation to review during the interim period. Tfiese items are (1) identity, (2) 
history, (3) mission and vision, (4) leadership teams, and (5) connection to the 
denomination. Many interim resources now follow these guidelines (e.g., Brown; Carter; 
Daehnert; Macy; Nicholson; Robinson; Smith) . 
Successful interim ministry often uses a systems approach to navigating the 
transition. A good interim pastor will be a self-differentiated, nonanxious presence and 
recognize unhealthy behaviors while remaining outside the system. Systems theory offers 
p~stors a way of explaining the behavior of persons and congregations and ways to 
encourage healthy transitions. 
While most leaders in ministry encourage the use of interim ministers, O. 
Benjamin Sparks, TIl voices an opposing view to their routine use. He believes a healthy 
congregation can navigate its own way through a transition. Sparks relates stories of 
poorly trained interim pastors and the negative effect they had on the congregations they 
served. He also points out that judicatory persons often did not step in as needed in those 
cases to provide help for the congregations (71). 
, 
, 
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Effective interim ministers will be attentive to ethical standards of which all 
ministers are mindful, as well as some others unique to their positions. Integrity is 
essential to gaining the trust of the congregation quickly. Usually, interim ministers do 
not candidate for positions they fill, and they give advice on other candidates only if 
asked. The interim pastor needs to communicate information freely with the new pastor 
to ensure a good start. According to Charles L. \Vilson, interim ministers must prepare 
congregations for their exit well in advance. and when the time to leave comes, they do 
• 
so completely so as not to interfere with the ministry of the new pastors (65). 
Sometimes, a congregation may appear to be ready for a new pastoral 
appointment without the services of an interim pastor when, in fact, it is not. Sometimes a 
congregation will be reluctant to spend the time or money for an interim pastor and will 
• 
just want to get on with business as quickly as it can without dealing with serious issues. 
In these situations, the new pastor may become an unintentional interim. That pastor may 
be unaware and unprepared for handling the troubles and chaos that exist from the 
• , 
b~ginning of the pastorate. Systems theory contends problems will continue to be present 
• 
until they are brought out into the open and addressed (e.g., Freidman; Steinke). David J. 
Rolfe presents a description of the "wolf pack," a group of people in an unhealthy church 
who intimidate and control a congregation. Without skillful handling, this group of 
people can derail the ministry of a new pastor (357). 
Women in Ministry 
The controversy over what roles women may hold in ministry is not new. Old 
Testament Scriptures tell of a few women leaders such as Miriam, Deborah, Esther, and 
Huldah, but for the most part, women remained in the background, supporting men in 
, 
, 
, 
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that patriarchal society. Jewish women had to remain in the outer court of the temple, and 
they could not be rabbis or priests. Through the prophet, Joel, however, the Lord 
proclaimed he would pour out his Spirit on all people, men and women, and their sons 
and daughters would prophesy (2:28-29). 
In the Gospels. women traveled with the disciples as they followed Jesus, and 
they gave financial support to his ministry (Luke 8: 1-4). He welcomed Mary to sit at his 
feet as if she were a disciple (Luke 10:38-42). Jesus told parables that centered on women 
(Matt. 25: 1-13; Luke 15:8-10; 18:2-8). He healed women's diseases and cast out their 
demons (Matt. 9: 18-26; 15:21-28; Luke S:2; 13: 10-13). He did not condemn the woman 
caught in adultery (John 8: 11). Jesus praised the woman who anointed him and had 
women at the cross to the end of the crucifixion (Mark 14:6-9; John 19:25). After the 
resurrection, Jesus sent Mary Magdalene to tell the male disciples she had seen and 
talked with him (John 20: 17). Jesus valued women at a time when society did not. 
In other New Testament writings, Paul seemed to give conflicting information on 
th~ roles women could hold in the early Church. While Paul told women to cover their 
heads when they prayed or prophesied in 1 Corinthians 11, he forbade them to talk in 
church in chapter 14. Paul praised women in their ministerial work in Romans 16, yet he 
expected elders and overseers to be men in 1 Timothy and Titus. In Acts 16, Tabitha, 
referred to as a disciple, ministers to the poor, and in Acts IS, Priscilla accompanies Paul 
• 
on his journeys. Second John is written to the chosen lady and her children. 
Egalitarians and Complementarians 
The discussion on what women mayor may not do within the church today 
divides into two sides those who support the ordination of women and those who do 
• ,
, 
• , 
, 
• , 
.. 
• 
, 
• 
. . 
• 
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not. Both sides sincerely believe they are being faithful to Scripture as they come to their 
decision of whether to support women in authoritative roles in the church. R. T. France 
believes people choose the side that correlates to the tradition with which they were 
brought up rather than make an "informed and principled choice" (94). 
Egalitarians believe in equal opportunities for men and women in al1 areas of 
church life, including ordination. Complementarians believe women may hold only 
certain roles in the church, but not because men are superior and women are inferior. 
Rather, they believe God created men and women to complement each other through the 
roles they hold in the home, in society, and at church. Both groups often use the same 
Scriptures to support their views. The difference comes in the interpretation and 
application of those Scriptures across time. Egalitarians believe the Scriptures have 
specific meaning and application for the time and situation they were written, while 
complementarians believe the Scriptures hold across all time and for all situations. 
Bonnidel1 and Robert G. Clouse present a range of opinion with regard to the 
ministerial roles available to women. The first is a traditional view in which women ' s 
• 
roles in the church are very limited. Women may not speak in worship unless given 
permission by a man. They may not teach men, and they must keep their heads covered. 
Traditionalists insist ordination must be reserved for men because Christ was a man. 
Women's roles were determined by God at creation and the Fall to be different and 
complementary to men's roles. Robert D. Culver speaks for traditionalists: 
The text, then, tells us to expect that in areas of life where authority is 
exercised over adults, men will ordinarily not be ruled by women. With 
occasional exceptions, this is the way it has always been and likely always 
will be. The passage is not a command for men to rule women or for 
women to accept their rule, prudent as that may be; it is a statement of 
fact. The radical feminists should give up and quit. Normal, universal, 
· 
• 
• 
• 
• ,
'. 
• 
• 
• 
• 
• 
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female human nature is against them. Most women prefer things the way 
they are, at least wherever biblical norms have prevailed. (40) 
The traditional view of women in ministry gives a general application of Scripture to all 
women across all time. 
The second category of the complementarian view of women, as presented in 
Clouse and Clouse's book, is called a male leadership view. Susan T. Foh writes for this 
position, which contends men and women are created equally in the image of God, yet 
they were given different functions in the created hierarchical order. Women today may 
think this view is unfair. Foh' s response is that women have experienced this hierarchy 
only in a sinful world. The way God meant women to submit to men has been distorted 
and abused through Adam's and Eve's sin in the Garden of Eden ("A Male Leadership 
View" 72). Foh prohibits women ministers because of Paul's command in 1 Timothy 
2: 12: "I do not permit a woman to teach or to have authority over a man; she must be 
silent." She allows women to hold other offices, however, which do not involve duties of 
the elder (95) . 
• 
Another view presented in Clouse and Clouse's book is called a plural ministry 
view. Walter L. Liefeld challenges those who read Scripture to avoid thinking in 
. 
extremes. He suggests any differences in opinion when considering the appropriateness 
of women in ministry can be resolved by taking all of Scripture into account, not just 
specific passages, and differentiating between teaching and authority in the New 
Testament church and in the church today (151). Liefeld considers ministry as an act of 
servanthood rather than an exercise of authority, and, as such, it is open to all without any 
need for distinguishing rights and authority. Ordination, as a setting apart for certain rites 
and privileges, is, therefore, unnecessary (147). 
Grinnell 36 
The fourth view presented in Clouse and Clouse's book is an egalitarian view. 
Alvcra Mickelsen writcs in support of full ordination rights and privileges for women and 
men in all areas of ministry. Mickelsen interprets Scripture based on three criteria. She 
sceks to identify God's meaning to the first hearers/readers as recorded by human writers, 
and she asks how that meaning would apply today. Mickelsen then identifies the "highest 
• 
norms or standards" by which she evaluates whether a passage was written for a specific 
time and place or for universal application across all time. An example of a highest 
standard is Jesus' command to his followers to love one another as themselves (177). 
Mickelsen addresses the usual controversial Scripture passages and includes 
others she thinks arc overlooked because of preconditioned bias. Colossians 3: 16, "Let 
the message of Christ dwell among you richly as you teach and admonish one another 
• 
with all wisdom through psalms, hymns, and songs from the Spirit, singing to God with 
gratitude in your hearts:' is one such passage she uses to demonstrate a Pauline command 
given to all men and women (204). Her conclusions suppo11 her belief that God calls and 
, 
enables men and women alike into all areas of ministry . 
• 
• 
PracticailVlinistry 
The practice of accepting women in ministry and officially recognizing their roles 
through ordination does not always correlate positively. Mark Chaves from DePaul 
University calls this practice "loose coupling" in his article about the symbolic nature of 
women's ordination (89). Many churches accept the work women do without granting 
• 
formal ordination. Others grant ordination yet do not welcome women into certain roles . 
Manipulation of words and actions becomes necessary as seen in Harold W. 
Hoehncr's article, which separates recognizing a woman's spiritual gifts and ordaining a 
· 
, 
• 
• 
· 
• 
• 
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woman to a specific office. He states, "A church may feel free to ordain a woman in 
• 
recognition of her gift or gifts with a clear understanding her ordination is not a 
recognition of office," and he gives the example of pastor-teacher (771). I understand his 
statement to mean that he would allow a woman to do the work of pastor and teacher but 
not make those roles official leadership roles in the church. He wants to prevent women 
from later becoming elders and bishops, which he forbids because of the Timothy 
passages already mentioned. • 
As Christianity spread, women held leadership roles within the monastic 
movement as they cared for the spiritual and physical needs of the people, taught those 
who came for instruction, and managed property (Grenz and Kjesbo 41). The desert 
mothers led women's monasteries and left writings that speak as clearly today as they did 
when written so long ago. 
Thomas C. Oden refers to the work of women in early Christian communities as 
the "care of souls" and describes it as more than the work of the laity (137). He points to 
the ordination of deaconesses as an example of official women's ministry, and he cites 
• 
Luther's acceptance of women preachers. He refers to Tertullian and Clement when they 
insist their use . of gender-specific language was intended for both men and women (141). 
The United Methodist Church officially approved ordination for women in 1956, 
though some congregations still do not wish to have women pastors appointed to their 
churches. The church's history encompasses a mixed record of encouraging women to 
serve in various roles in the church. John Wesley's experience with the teaching and 
guidance into a life of faith from his mother, Susanna, certainly had an impact on his life. 
Paul W. Chilcote names her as "the major precursor of the early Methodist women 
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• 
• preachers" (1S). Indeed, Wesley's leading of the revival within the Church of England 
broke barriers for women to use fully their God-given gifts in the life of the church (22). 
• 
Wesley struggled to balance the tension of his willingness to affirm a woman's 
• 
call to ministry and the prohibition the Church of England had against women preachers. 
In the early days of Methodism in England, women of all status levels opened their 
homes to Wesley and other itinerant preachers for worship, prayer groups, and society 
meetings. They supported evangelists financially and built chapels and meeting halls, yet 
women could not preach in those same societies. Wesley niaintained a conservative 
attitude in order to appeal to the surrounding culture and open the way for the new 
movement. He did allow women to hold meaningful leadership positions in the societies, 
however, and they worked alongside men (Chilcote 33). 
Over time, Wesley came to see the important contribution women made as they 
shared their testimonies, served those in need, read the Scriptures, and exhorted others to 
receive salvation (Chilcote 39). He believed in the priesthood of all believers and pointed 
, 
to the fruit of laymen's and laywomen's ministry as proof of God's call upon their lives . 
• 
• 
Sarah Crosby was the first woman to receive authorization from Wesley to speak at 
gatherings in February 1761, though he did not use the term preacher (65). He gave 
• 
similar authorization to other women on a case-by-case review, cautioning the women to 
• 
avoid any activity that appeared to be preaching (73). By June 1771, however, Wesley 
wrote a letter to Sarah, recognizing her "extraordinary call," and with that letter, he 
opened the door for women to preach overtly (SO). Wesley did maintain strict control 
over the activities of women preachers, though he never did grant a general rule allowing 
women to preach (SI). 
, 
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The Orthodox Church continues to wrestle with the place of women in the church. 
Similar to the Roman Catholic Church, priests are male because they fill the role of 
Christ as the bridegroom of the church. Since Christ was a male, priests must be male. 
However, at seminars in the later twentieth century, participants discussed developing 
official ecclesiastical ceremonies to grant women authority to perform pastoral service 
and to teach. The word ordained was carefully avoided, however (Behr-Sigel 60). 
A study published in 1980 by Edward C. Lehman, Jr. reports the tendency for 
congregations who received pastors through a call system to resist hiring women pastors 
in order to maintain the status quo (318). Participants in churches, for the most part, are 
volunteers who can leave when they choose. If a controversial situation arises, 
parishioners cannot be coerced to stay with the organization. A voiding controversial 
issues was one way to ensure continued participation (318). An interesting finding from 
the same study shows women pastors were usually well accepted once given the 
opportunity to minister (321). 
• 
Scripture Passages on Women's Roles in Ministry 
Scripture is used to support ordination of women and the appropriateness of 
women in leadership roles of the church. Scripture is also used to deny those things. The 
difference is in the interpretation. The following paragraphs review common Scripture 
• 
passages used on both sides of the argument. 
1 Corinthians 11:2-16 
In 1 Corinthians 11 :2-16, Paul states that Christ is the head of every man as man 
is the head of the woman and God is the head of Christ. Interpretation of the Greek word 
kefalia, as head, leads complementarians to believe women are to submit to their 
• 
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husband's authority: Men are over women as Christ is over men and God is over Christ 
(Bailey 13). 
Egalitarians interpret this passage in another way. Kenneth E. Bailey, a 
Presbyterian professor of New Testament in the Middle East from 1955-95, states that 
another meaning of kefalia can be origin of When defined this way, kefalia does not 
imply man's superiority over woman, Christ's superiority over man, or God's superiority 
over Christ. Instead, kefalia describes woman's origin from man (Gen. 2:22), man's 
origin from Christ (l Cor. 8:6), and Christ's origin from God (John 13:3; Bailey 13) . 
• 
Also in this passage, Paul gave instructions to men and women to cover their 
heads when praying and prophesying. Scholars are unsure of Paul's reasoning here as he 
addressed order in the congregation during worship. The Corinthian church had become 
very disorderly, and Paul was attempting to bring respect to the church within its own 
worship and in the surrounding society. Women tended to draw attention to themselves 
seductively by wearing their hair down or in elaborate hairdos. Paul wanted to avoid any 
, 
misunderstanding or distraction during worship (Grenz and Kjesbo 108) . 
• 
• 
Complementarians see this direction from Paul as an order of submission of both 
men and women to God. Egalitarians point out that Paul allowed women to pray and 
prophesy during worship. He only stipulated they must cover their heads. Another point 
of contention in this conversation is the question of whether prophesying is preaching 
(Foh, Women 100; Marshall 145) . 
• 
• 
• • 
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• 
1 Corinthians 14:34-35 
Paul forbade women to speak in church in 1 Corinthians 14:34-35. He called such 
speech disgraceful, and he instmcted them to wait until they were home to ask questions 
of their husbands. 
Complementarians interpret these statements in varying ways. Some churches 
insist women not speak at all while others allow women to sing or read Scripture as long 
as they do not preach on what they sing or read. Some churches allow women 
missionaries to report on their work while others require those women to whisper to a 
man what they want to say, and then he voices her words. No matter the degree, 
complementarians read this passage as God's clear direction for order during worship and 
authority of men over women. 
Egalitarians read this passage in light of the specific situation Paul was addressing 
in the Corinthian church. Perhaps worship had become chaotic and noisy because women 
were inten upting with their conversations. Egalitarians do not see this command as 
, 
direction for all women for all time and point to the lack of application of these words to 
• 
women who are not married. Egalitarians point out the contradiction of this passage with 
the 1 Corinthians II Scripture where women are clearly granted the privilege of praying 
and prophesying aloud. 
Bailey chooses to look at 1 Corinthians 11-14 as a single essay, beginning and 
ending with Paul's discussion on order/disorder in worship. He believes, "Paul affirms 
the rightness of having both male and female leadership in public worship" (13). Bailey 
, 
contends that Paul's instmctions for women leading worship were to prevent 
misunderstandings or distractions as they did so in the culture of the day in Corinth. 
• 
• 
r 
• 
• 
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Paul's writings apply today as men or women determine dress codes and demeanor that 
do not draw attention to them but direct attention to the gospel message. For this reason, 
some pastors wear robes to avoid distracting parishioners with the clothing they wear . 
1 Timothy 2:8-15 
In I Timothy 2:8-15, Paul commanded women to have a modest appearance that 
does not draw attention when they attend worship. He expected women to be quiet and 
fully submissive with no authority over men, and he did not allow women to teach men. 
He referred to the Creation and Fall passages from Genesis as he reminded readers Adam 
was created first, and Eve was deceived by Satan. 
Complementarians take the reference to Creation as reason to give this passage 
authority over all time and not just the specific situation Paul was addressing. Man's 
creation before woman granted him priority in the natural order. Eve demonstrated 
women's weakness because she could not resist Satan's temptation in the Garden of 
Eden. 
• 
Egalitarians limit this passage to the time period in which Paul was writing. They 
point to heretical teaching, flaunting of wealth, and conduct and leadership standards 
specific to that culture and time as reasons for Paul's statements. They say Eve's creation 
. after Adam actually places her higher in the natural order, and they reject the idea Adam 
was stronger than Eve because Satan did not deceive him (Marshall 147). 
Galatians 3:28 
In Galatians 3:28, Paul taught perfect equality of all people through faith in Jesus 
Christ. This equality transcends ethnicity, social status, and gender. Egalitarians point to 
this passage to justify their view that men and women should have equal access to all 
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roles in the church. Complementarians contend that men and women do have equal worth 
before God, yet God has appointed certain roles for men to fulfill and certain roles for 
women that complement each other without causing one to be superior or inferior to the 
• 
• 
other. 
Elisabeth Elliot refers to the Galatians passage when she says "There is no 
question about Paul's full acceptance of women as called through Christ." (13). She 
clearly states, "The Church should not suppress the gifts God gives to its members" (14). 
Despite these convictions, she, like other complementarians', cannot approve of the 
ordination of women. 
General Scripture References 
Both complementarians and egalitarians use other scriptural references and 
themes to support their viewpoints. Complementarians point out that although Jesus 
welcomed women into his ministry, he did not appoint any women to be apostles. This 
lack of appointment, they say, demonstrated Jesus' understanding of differing roles for 
, 
men and women. Egalitarians point to Jesus' respect for women, both Jew and Gentile, in 
• 
• • 
a society that regarded them with lower status than men, as a radical change to the status 
quo (e.g., woman caught in adultery, Samaritan woman, Syropheonician woman, Mary 
and Martha). 
. . 
The Creation story offers another Scripture passage complementarians and 
egalitarians both use to support their views. Complementarians hold that God created 
• 
man first and woman second, as his helper, not as an indication of man being superior to 
woman but as a demonstration of the different roles they were to hold in the Garden of 
Eden: "The man's priority in creation corresponds to his headship of his wife, to which 
• 
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he is appointed by God" (Foh, Women 62). Egalitarians point to Eve's creation from 
Adam's rib as a sign she was made of the same and equal substance as man in the image 
". 
of God. In order to attempt to describe God fully, egalitarians suggest Christians must use 
both male and female imagery. The church body, then, needs "the full partnership of both 
men and women in ministry, in order that we may understand and portray what God is 
like" (Grenz and Kjesbo 150). Only as men and women work together in ministry as 
equals will humanity be able to experience all of God. • 
Egalitarians contend that the Fall, as told in Genesis 3, brought disorder to 
creation, including a broken relationship between man and woman. Before then, Adam 
and Eve enjoyed a relationship of mutual support, not submission of woman to man. 
Through his ]ife, death, and resurrection, Jesus began the process of returning creation to 
• 
its perfect, God-ordained condition (Grenz and Kjesbo 156, 169). Complementarians 
suggest God ordained Adam and Eve's relationship to be one ofleader and assistant from 
the beginning. After Satan deceived Eve, the relationship between man and woman was 
, 
corrupted, and they struggled to relate to each other as God originally intended (Piper and 
• 
Grudem 35). Even today, the resentment some feel toward a subordinate position for 
women in the church and home is "because we do not know what a sin-free hierarchical 
arrangement can be like" (Foh, Women 62). Human experience can never be what God 
• 
intended because of Adam and Eve's sins. 
Egalitarians consider submission to be a sign of inferiority. Complementarians 
• 
reject this view and use the Trinity to describe a relationship of equality and hierarchy in 
existence at the same time. Jesus willingly made himself subordinate to the Father, yet 
both the Son and the Father are of the same nature in the Trinity (Phil. 2:6-7). 
, 
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Research Design 
My study was an explanatory, mixed-methods design. According to John W. 
Creswell, an advantage to the explanatory design is that a "researcher can initially 
explore views by listening to participants rather than approach a topic with a 
predetermined set of variables" (561). I chose this method because I wanted to explore • 
factors that influenced pastoral transitions from the perspective of those who had 
experienced the transition without bias from my own difficult transition. 
Quantitative research methods focus on objectivity. These methods were the only 
acceptable form of research through the nineteenth century and into the twentieth. 
Qualitative research became a legitimate form of research in the later part of the twentieth 
century. Qualitative research collects subjective data, often through interviews, to explain 
a problem in-depth from the viewpoints of the individual participants (Creswell 213). 
Combining the two methods began to be an acceptable form of research in the 1980s. 
Mixed-methods research provides answers to questions that quantitative and 
qualitative research cannot answer alone. This form of research can answer the questions 
• 
that evolve through the research process to present a more complete analysis of the data 
through stronger inferences and diverse views (Creswell and Clark 7; Tashakkori and 
Teddlie, Handbook 674). The compatibility of both quantitative and qualitative methods 
is espoused by pragmatists who welcome the benefits of both research designs (Mixed 
Methodology 5). 
In a sequential, explanatory, mixed-methods design study, a second phase of the 
study emerges in response to the findings of the first phase (Tashakkori and Teddlie, 
Handbook 687; Greene, Caracelli, and Graham 260). Follow-upquestions arise as the 
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study progresses and the desire for further explanation becomes a real need. Interviews 
and open-ended questions allow participants of the survey to expand their answers and 
, 
• , 
give background information that the objective data does not give. 
, 
I believe my study of pastoral transitions was best served by a sequential, 
explanatory, mixed-methods design. Through the collection of quantitative data, I learned 
demographics about the participants of pastoral change in the area and time frame of my 
study, the opportunities that were available for learning how to transition through that . 
change, and in which opportunities the pastors and congregations participated. By asking 
follow-up questions, I brought meaning to those facts from the perspective of the study's 
participants. I hope that the resulting analysis will give direction to providing appropriate 
and helpful training to pastors and congregations who face a transition in pastoral 
leadership. 
Summary 
Preparation for a new appointment for both pastors and congregations can make a 
, 
great difference in the success of the appointment. Several factors may contribute to the 
• 
way a transition progresses including gender, conditions for the exit of the previous 
pastor, and training used by pastors and congregations. Good leadership and good 
followership in times of pastoral transition is important for a congregation's ministry and 
spiritual journey. 
Despite the transition advice available in the current literature, pastoral transitions 
can still go badly. In my own district and in my own situation, pastors and congregations 
continue to experience heartache and broken relationships through difficult transitions. 
My study intended to discover why some transitions have gone well while others have 
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not. I wanted to identify factors and key themes for my district superintendent's 
consideration as judicatory persons make pastoral appointments. Through a survey and 
interviews with the pastors and lay leaders in my district, I hoped to find ways to make 
pastoral transitions good experiences for everyone in the future . 
• 
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CHAPTER 3 
METHODOLOGY 
Problem and Purpose 
Pastoral transitions bring tension to the lives of pastors, their families, and 
congregations. How the new pastor and the lay leader of a congregation rate a transition 
will be the result of many factors, some positive and some negative. Sometimes 
judicatory agencies offer learning opportunities that can help the transition to be a more 
positive experience. Sometimes pastors or lay leaders will 'seek learning opportunities on 
their own. Sometimes additional factors affect the quality of a pastoral tradition, such as 
stereotypes of gender and race, marital status, community ethos, or personal attitudes and 
perceptions. 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through a survey and interviews with pastors 
and lay leaders who had experienced transitions in the last five years. I intended to share 
• 
the results of this study with my district superintendent and give him permission to use 
the information to help prepare pastors and congregations for future moves. I also 
intended to assist with those preparations by leading transition workshops, having 
conversations within mentoring relationships, and teaching classes as invited or able 
within the district and conference. 
Research Questions 
Four research questions guided this study. The questions focused on how pastors 
and lay leaders rated their last transitions, what learning resources the conference offered, 
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wklt rcsolln.:cs the pastors and lay leaders used. and what other factllrs inllul'llccd till' 
• • tranSition. 
Rl'search Q11l'stion I: 1 
I I In.\' do P;lst()rs and lay le~l(kr.s c\'alu~lte tlll'ir last transilillns? This rl'search 
question icll:ntificd hllW p~\'.tllrs and lay leaders r~lted their !:ist pastnral transition. 
Respondents chpse either f'oSili\'c or IIt'gulil'i' un the SurVl'y. and I 'I.sked participants to 
c.xpLtin th~ir .lI1s\\,('rs during the personal interview.s. 
Research Ql1l'stion #2 
Wh~lt Ic:lrning PPP(lrtunitics did the cpnl'l'rencc nfkr prior to and/or during the 
tr.lnsition'? Thi, question idcntified training. counseling. PI' learning oppllrtunities that the 
appllintment began. RespPl1lkr ... could ChOllSl' from workS/WI'. h(l(lk. ('(J1II1.\'clillg. and 
other. Responders Wllll clt()se otha nxeived a pl'lllllpt tll name tlte rl'spurce llfferl'd. 
Questions Dn the quantit'ltivc survey givcn tn pastors .1Ilt! lay leaders correspond to this 
question as \\'l'lI as to j"nll()\\,-lIp qllL·,tinns at thl' sl'mi-structurl'd intl'rview. 
Hc.~earch Question #3 
Wltat resources, conkrencc provided ()J' pthcrwise, wcrl' actually used'? This 
resc<I~c11 qul'stion askl'd pastors and lay Icadl'rs tp idcntify Wh;lt rcsources oj" any type 
they actually used in preparation for or during the transition whether conference ofrered 
or sought oul hy themselves. Respondl'rs could chousc rrom \I'OI'kS!rO/'. hO(lk. ('owlselin,!;. 
and other. Rc"ponders who chose other received it prompt to name the other resources 
used. J also a"ked participants if the resources they used wcre henclicial. Itl'ms on thl' 
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quantitative survey and in the follow-up semi-structured interviews correspond to this 
question. 
Research Question #4 
What other factors may have influenced the transitions with special emphasis on 
issues of gender, age, marital status, race, physical ability, and/or personal relationships? 
Responders reported any other factor that may have influenced the pastoral tradition. 
Responders could choose from gender, age, marital status, location of the church, 
replltation of the pastor, reputation of the chllrch, and other. Responders who chose other 
received a prompt to name the other factors. Participants could choose more than one 
answer. Items on the quantitative survey and the follow-up, semi-structured interviews 
correspond to this question . 
• 
Population and Participants 
All pastors and identified lay leaders in the Niagara Frontier District of the Upper 
New York Conference of the United Methodist Church who experienced a pastoral 
transition in the last five years received an invitation to complete a survey for this 
• 
research. I used conference-reported information to determine which pastors and 
congregations experienced such a transition. Responders self-selected to be part of a pool 
that 1 used to choose persons with whom to do follow-up interviews. From coded 
responses, my research reflection team and I chose ten pastors and ten lay leaders to 
interview in order to seek further information about their recent pastoral transitions. We 
chose anyone who rated his or her transition negatively, which resulted in ten people. We 
chose the remaining ten people to include a variety of participants based on gender, role, 
age, marital status, years in ministry, and race (see Table 3.1). . 
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Table 3.1. Interview Participants 
Interview Gender and Transition Years in Marital Decade of 
Race Number Role Rating Role Status Birth 
-
I tvlale clergy Negative 1-4 M 1960 Caucasian ~ 
2 Female Positive 
clergy 15-19 S 1950 Caucasian 
3 Male laity Positive 10+ M left blank Caucasian 
Male clergy Positive 15-19 M 1960 Caucasian 
5 tvlale clergy Negative 
~ 5-9 M left blank Caucasian 
6 Female laity Negative 
~ 1-4 S 1970 Caucasian 
7 Male clergy Positive 10-14 M 1950 Native American 
8 Female Positive 10-14 DNR 1940 Caucasian clergy 
9 Male clergy Posili vc 1-4 M 1950 Caucasian 
10 Female Ncgativc 10-14 M left blank Caucasian clergy -
I I Male clergy Negativc 
-
10-14 DNR 1950 Caucasian 
12 Female laity Nenativc e 1-4 DR 1940 Caucasian 
13 Male laity Necralivc e 5-9 M 1950 Caucasian 
14 Male laity Positive 1-4 M 1950 Caucasian 
• 15 Fcmale laity Positive 5-9 W 1930 Caucasian 
16 Male clergy Negative 10-14 M 1960 African-American 
17 Male laity Neoati vc e 5-9 M 1950 Caucasian 
18 Female laity Positive 1-4 W left blank African-American 
19 Male laity Necrative e 5-9 M 1950 Caucasian 
20 Male laity Positive 10+ M 1950 Caucasian 
S=Single; M=Married; W=Widowcd; DNR=Divorced Not Remarried; DR=Divorecd Remarried 
Design of the Study 
My study used an explanatory, mixed-methods design. The survey design and 
mailing was contracted through SurveyMonkey, an Internet resource available for this 
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purpose. The first part of the study included seven questions asked to give demographic 
data about the responder's role in the church, the length of time in that leadership role, 
the number of transitions experienced in the last ten years aae aender marital status and '~'b' , 
race. An eighth question asked how many months passed between the time he or she 
learned of the new appointment and when the new pastor started serving in that role. 
Open-ended questions then asked for responders to rate their last transitions as 
positil'C or ncgatil'e and to report learning opportunities offered and/or used in 
preparation for the change in appointment or after the appoihtment happened. The last 
question asked the responders if they were willing to participate in a follow-up interview 
and to provide contact information if willing. 
The first phase of the project consisted of preparation for data collection. I 
• 
requested and received permission from Niagara Frontier District Superintendent 
Reverend K. Wayne Butler on 19 June 2013 to conduct this study. I obtained 
appointment lists from 2009 through 2013 to identify pastors and churches who had 
received a new pastoral appointment in the last five years. I then contracted with the 
• 
organization SurveyMonkey to manage the distribution of the surveys. I designed the 
survey questions based on recommendations from the International Review Board. Eight 
lay le<!ders without e-mail addresses were not included in the survey. Since my own 
appointment fit the criteria for participation in the survey, I considered whether to 
complete a survey and whether to ask the lay leader of the church to which I am 
appointed to complete a survey. After deliberation, I chose not include myself in the 
mailing, but I did include the lay leader. 
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The survey was sent 4 November 2013 to ninety-six persons. On 9 November 
2013 the survey was resent to two people whose e-mail addresses I corrected and two 
additional people whose e-mail addresses I obtained. A reminder invitation was sent to 
forty-four people on 14 November 2013, and a second reminder invitation was sent to 
twenty-seven people on 22 November 2013. Data collection ended 23 November 2013. 
Sixty-nine persons responded to the survey. Two of those people opted out of receiving 
surveys from SurveyMonkey, so I received sixty-seven usable completed surveys. 
In the second part of the project, I analyzed the data returned on the surveys. I 
coded the responders with a c for clergy or I for lay leader and assigned a number based 
on the order I received the completed surveys. I made a chart of responses for each 
respondent and reviewed this information with my research reflection team. We chose ten 
pastors and ten lay leaders to interview. 
I contacted each person and scheduled an interview at a place he or she chose in 
order to feel comfortable answering the questions. One person chose to be interviewed 
over the telephone. I received permission from each interviewee to tape record our 
• 
conversation, and I transcribed the recordings. Table 3.2 lists the interview dates and 
locations for each person interviewed. 
• 
• 
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Table 3.2 Interview Dates and Locations 
Person Code Location of Interview Date of Interview 
C7 Home 17 December 2013 
C8 Neighboring church 23 Januarv 2014 
-
Cl2 Own church l7 January 2014 
CI4 Home 23 January 2014 
CIS Neighboring church 21 January 2014 
CI7 My church 16 December 2013 
CI8 Telephone 28 January 2014 
C20 Own church 23 January 2014 
C29 Home 18 January 2014 
C36 Own church 23 January 2014 
L4 Home 24 January 2014 
L8 Workplace 29 January 2014 
LlI Home 2S January 2014 
Ll2 Neighboring church I February 2014 
LIS Home ) 6 January 2014 
L21 Home 27 January 2014 
• 
L22 Workplace 21 January 2014 
L23 Home 29 January 2014 
L28 Home 25 January 2014 
L30 Church 29 January 2014 
Finally, I coded the data from the transcribed interviews by observing phrases and 
common themes. I also secured a professional coder to analyze the transcriptions, and we 
established common protocol. We had a 90 percent interrater rating in our coding. 
Grinnell 55 
Instrumentation 
The project used two instruments. The first instrument used was the Transition 
Quality Survey. This survey was a quantitative measure of the specific population to the 
purpose of this study. The TQS was a digital survey prepared and managed by 
SurveyMonkey to collect demographic data, ratings on pastoral transitions, and factors 
affecting those transitions. 
The second instrument used was the Transition Factor Questionnaire. The TFQ . 
was a qualitative measure to the purpose of this study. I used the TFQ with those persons 
I interviewed to seek greater understanding of their answers on the initial survey. 
Through open-ended questions, I investigated each person's reasons for rating his or her 
recent pastoral transition as he or she did, how he or she prepared for the pastoral 
transition, the effectiveness of resources used to prepare for the transition, and 
suggestions for making pastoral transitions more positive experiences. 
Pilot Test 
I presented the survey and interview questions to a layperson and clergy person. I 
• 
incorporated minor changes as suggested. 
Variables 
• 
The variables were factors that influenced pastoral transitions for the pastors and 
lay leaders in the Niagara Frontier District of the Upper New York Conference of the 
United Methodist Church in the last five years. The intervening variables were computer 
and e-mail accessibility, issues with interview scheduling, participants' ability to think of 
answers, and participants' willingness to participate in the study. 
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Reliability and Validity 
I measured the reliability of this study by using two instruments that confirmed 
each other's data. A person with no connection to the study reviewed my survey 
questions and follow-up interview questions to affirm they were unambiguous. 
Participants self-selected to be part of the first survey and the follow-up interviews. I 
used protocols to conduct the follow-up interviews with multiple persons and interpret 
the responses. 
To assure validity of my results, I conducted pilot tests with three people to 
confilIll desired data was collected. The data was consistent from person to person. 
SurveyMonkey, a professional survey company, collected data for the TQS and provided 
statistical measures for that data according to established research methods. Open-ended 
questions allowed participants to give answers based on their experiences. Common 
themes emerged from the participants' responses to the research questions on the TQS 
and TFQ, allowing me to form generalizations. 
Data Collection 
• 
The study was an explanatory, mixed-methods design. Pastors and lay leaders in 
. 
the Niagara Frontier District of the Upper New York Conference of the United Methodist 
Church who had experienced a pastoral transition in the last five years received the TQS. 
The study took place between 4 November 2013 and 1 February 2014. 
I received permission to do the study, pending approval of my committee at 
Asbury Theological Seminary, from Niagara Frontier District Superintendent Butler on 
19 June 2013. The study proposal received approval from Asbury Theological Seminary 
on 3 September 2014. The International Review Board gave approval on 7 October 2013. 
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I made a list of names of pastors in the Niagara Frontier District who had received 
new appointments in the last five years from information released from the Upper New 
York Conference office. The district office gave me a list of current lay leaders of 
churches who had received a new pastor in the last five years. I gathered e-mail addresses 
for each of the pastors and lay leaders. 
I contracted with SurveyMonkey to design and send surveys to each pastor and 
lay leader for whom I had e-mail addresses. Participants had twenty days to return their 
surveys. A reminder went to anyone who had not returned the survey after ten days, and a 
second reminder was sent to remaining nonresponders the day before survey collection 
ended. SurveyMonkey provided statistical measures, graphs, and charts based on the 
results received from participants . 
• 
. 
From the list of people agreeing to an interview, my research reflection team and I 
selected ten pastors and ten laypeople with whom to conduct the follow-up interviews. 
We also chose an alternate clergy person and lay leader in case one of those people chose 
not to continue with the study. I contacted each person by telephone to confirm his or her 
• 
willingness to participate in the second phase of the study, and I arranged a time and 
place to conduct the interview. 
Each interview began with an explanation of confidentiality and security of the 
interview data. I asked each participant to sign a consent form (see Appendix C). I 
transcribed each of the recordings of the twenty interviews after they were completed. 
Consent forms, notes, recordings, and transcripts, both in print and on a flash drive, were 
kept securely in a locked cabinet at home. I secured computer work through a password 
on my computer. 
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Data Analysis 
I made a chart of data collected through the survey and shared the information 
with my research reflection team. The team and I met and discussed the data, noting 
common or unique responses. We considered how the data was beginning to offer 
infOImation that could help address the purpose of this study and selected persons to 
interview. 
After I completed the interviews and transcribed the recordings, I coded the 
transcriptions. I also secured a professional coder to code the transcriptions. We worked 
together to establish a protocol for coding and proceeded to analyze the data. We 
experienced a 90 percent interrater rating. Common themes emerged, and I discerned the 
major findings. 
I then made a chart of the information I received during the interviews and 
distributed the results to the members of the research reflection team, sharing the major 
findings. We met to review this new data and consider implications from the findings. 
Ethical Procedures 
• 
Interview participants signed an informed consent letter (see Appendix C). 
Throughout the entire data collection process, I kept all surveys, recordings, and 
transcripts secure at my home in a locked filing cabinet. The study identified participants 
only by code number assigned when they returned their surveys. At an appropriate time 
after the completion of the study, I will destroy all responses to the surveys and 
interviews. 
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CHAPTER 4 
FINDINGS 
Problem and Purpose 
Pastoral transitions bring stress to congregations and pastors. Change almost 
always creates tension for everyone involved and can lead to negative experiences for 
pastors and their congregations when pastors move to a new appointment. Anticipating 
the stress of a pastoral move and acknowledging factors that influence pastoral transitions 
can help to make the transitions more positive experiences. · 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through a survey and interviews with pastors 
and lay leaders who experienced transitions in the last five years. 
Participants 
The participants in the study experienced a recent pastoral change in the Niagara 
Frontier District of the United Methodist Church. A total of ninety-eight pastors and lay 
• 
leaders received an e-mail invitation to complete my survey. I received sixty-seven 
surveys in return, resulting in a 68 percent response rate. Not all respondents answered all 
the questions. Table 4.1 represents various demographic categories based on the reporting 
of the participants for the survey. 
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• 
Table 4.1. Demographics (N=67) 
CATEGORY n % 
Role 
Lay leader 30 44.8 
Clergy 37 55.2 
Gender 
Male 34 50.7 
Female 31 46.3 
Race 
African-American 2 3.0 
Asian I 1.5 
Caucasian 60 90.0 
Hispanic o o 
Native American 1 1.5 
Mixed o o 
Other I 1.5 
Marital status 
Single 5 7.5 
• 
Married first time 40 60.0 
Widowed 3 4.5 
Divorced, 
not remarried 8 12.0 
Divorced, remarried 9 13.4 
Slightly more clergy responded than lay leaders and slightly more men than 
women. The great percentage of Caucasian respondents corresponds to the nature of 
United Methodist clergy and lay leaders in the Niagara Frontier District of the Upper 
New York Conference, especially when looking at those who experienced a pastoral 
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transition in the last five years. I noticed a high percentage of respondents who were 
married for the first time. 
Table 4.2 reports the decade of the participants' birth. Twelve people chose not to 
report their year of birth on the survey. The results approximately form a bell curve with 
those born from 1950-1959 comprising the greatest number of clergy and lay leaders. 
Several factors may explain this trend. The intended population for the survey would 
exclude older clergy who have already retired or are completing long-term appointments 
before retiring. The youngest age group of clergy and lay leaders represented here may 
reflect the decline of mainline church attendance by younger generations in today's 
society as well as the reluctance of church leaders to pass the mantle to younger church 
members. Younger clergy or lay leaders may not have served in their position long 
enough to experience a pastoral transition. 
Table 4.2. Decade of Birth (N=55) 
• DECADE n % 
1930-1939 1 1.8 
1940-1949 7 12.7 
1950-1959 26 47.3 
• 1960-1969 16 29.0 
1970-1979 5 9.1 
Research Question #1 
The survey asked participants to rate their newest pastoral transition as either 
positive or negative. Sixty-two people responded to this question. Fifty-two people gave 
• 
• 
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. the transition a positive rating and ten people gave the transition a negative rating. Table 
4.3 reports the ratings based on several of the demographic categories. Two of the people 
who rated the transition negatively did not tell the year they were born. An equal number 
of lay and clergy respondents rated their transitions negatively. More than double the men 
than women reported a negative transition, which may be a reflection of a shorter length 
of time that women served as clergy or lay leaders in these churches. While this study 
questioned clergy and lay leaders only with regard to their most recent transition, some of 
those who rated the transition positively revealed during their interviews they had 
experienced a negative transition in the past. 
Table 4.3. Negative Transition Ratings by Categories 
CATEGORY n % 
Clergy 5 13.5 
Lay leader 5 16.6 
Men 7 20.6 
• 
Women 3 9.7 
Married first time 7 17.5 
Single I 20 
Divorced, not remarried I 12.5 
Divorced, remarried I 11.1 
African-American 1 50 
Caucasian 9 15 
Born 1940-1949 I 14.3 
Born 1950-1959 4 15.4 
Born 1960- I 969 2 12.5 
Born 1970-1979 I 20 
TOTAL 
NUMBER 
37 
30 
34 
3 I 
40 
5 
8 
9 
2 
7 
26 
16 
5 
• 
• 
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Table 4.4 compares those who rated the last transition negatively with the number 
of years of service as lay leader or clergy. People who served in their role longer were 
more likely to report having a recent negative transition. 
Table 4.4. Negative Transitions by Role and Years of Service 
LENGTH OF TIME IN POSITION n 
Lay leader 1-4 years 2 
Lay leader 5-9 years 3 
Clergy 1-4 years 1 
Clergy 5-9 years I 
Clergy 10-14 years 3 
' % of 
total 
number 
14.2 
37.5 
8.3 
1 1.1 
33.3 
Research Question #2 
TOTAL 
NUMBER 
14 
8 
12 
9 
9 
On the survey and in the follow-up interviews, I asked participants to tell me what 
learning opportunities and resources the conference provided prior to and/or during the 
• 
first year of the new appointment to help with the transition. Sixty-four people answered 
this question on the survey where I listed five choices and offered the opportunity for 
other answers. Participants could choose all that applied. Table 4.5 represents those 
results. Counseling or conversation with the district superintendent was reported as a 
possible learning opportunity more than twice any other resource. Sixteen respondents, 
25 percent of the pastors and lay leaders, reported a transition workshop was offered. 
One-third of the respondents either did not know of any learning opportunities offered or 
replied none were offered. 
• 
, 
Grinnell 64 
Table 4.5. Learning Opportunities Offered by Conference (N=64) 
Learning Opportunity 
Workshop 
Book 
Counseling/Conversation with district 
superintendent 
None 
Don't know or remember 
Other 
n 
16 
7 
36 
17 
4 
13 
Research Question #3 
% 
25 
10.9 
56.25 
26.6 
6.5 
20.3 
After asking participants what learning opportunities the conference offered to 
help with their transitions, I wanted to know which resources people actually used and 
whether or not they were helpful. On the survey, I offered the same five choices as well 
as the option to list other resources the participants may have sought. Participants could 
check all that applied. Sixty-four people responded to this question on the survey. Table 
4.6 reports those findings. 
During the interviews, I asked participants to explain their answers. In the 
majority of cases, people surveyed did use the learning opportunities offered by the 
conference. Three additional resources were noted-previous learning on family systems 
theory, discussion with other pastors, and personal knowledge of the outgoing pastor's 
effectiveness. I asked for the names of workshop leaders and titles of books. 
• 
Forty-one people (64.1 percent) reported they consulted or had conversations with 
their district superintendent CDS), which represented more than double any other resource 
• 
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used. Using no resource during the transition was the second most common response with 
nineteen respondents (29.7 percent). Fourteen respondents (21.9 percent) attended a 
workshop offered by the conference. Eleven respondents (17.2 percent) read a book, and 
ten respondents (15.6 percent) used another resource. Those respondents who named the 
other resource they used mentioned conversations with other pastors, a consultant, 
training from local pastor licensing school, or prior knowledge (see Table 4.6). 
Table 4.6. Learning Opportunities Actually Used (N=64) 
Learning Opportunity 
Workshop 
Book 
• 
Counseling conversation with 
district superintendent 
None 
Don't know or remember 
Other 
n 
14 
I 1 
41 
19 
4 
10 
% 
21.9 
17.2 
64.1 
29.7 
6.3 
15.6 
Resources 
- Lovett Weems 
- Other video seminar 
- District superintendent led 
- The 3 Colors of YOllr Spirituality by 
Christian A. Schwartz and Adam 
Johnstone 
- I Refuse to Lead a Dying Church by 
Paul Nixon 
- Making a Good Mo\'e by Michael J . 
Coyner 
- District-designed handbook 
- Consultant 
- Local pastor licensing school 
- Family systems theory 
- Conversation with mentor 
- Conversation with other clergy 
- Conversation with senior pastor 
- Conversation with outgoing pastor 
- Personal knowledge of incoming pastor 
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During the interviews, I asked people if the resources they used were helpful. I 
. . 
received a mixture of answers. All of the interviewees who sought their own other 
resources found those resources helpful. While fourteen of the twenty interviewees had 
conversations with their district superintendents, only half thought the conversations were 
helpful (see Table 4.7). 
Table 4.7. Interviewees Who Said Resources Were Helpful (N=20) • 
Resource n % Number Who Used This Resource 
Workshop 2 66.7 3 
Book 1 33.3 3 
Conversation/Consulting with DS 7 50.0 14 
Other 4 100.0 4 
By far, the most commonly used resource of those surveyed and interviewed was 
a conversation with the DS. My mention of this learning resource generated a great deal 
• 
of lively conversation throughout the interviews. Fourteen of the twenty people I 
interviewed, six clergy and eight lay leaders, said they utilized this resource. Only half of 
each group said these conversations were helpful (see Table 4.8). 
Table 4.8. Interviewees Who Reported Conversation with DS Were Helpful (N=20) 
Role n 
Clergy 3 
Lay leader 4 
% 
50 
50 
Number 
Using 
6 
8 
• 
• 
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Some of the interviewees who said the conversations were not helpful wished 
they had received more information from the DS about the new pastor or new church 
before their intake interviews. Two lay leaders thought they had no say in the new 
appointment, one saying the appointment was a "done deal." One lay leader was 
surprised to learn at the first meeting with the new pastor that the appointment would be 
part-time rather than full-time, and the pastor would serVe two churches. The DS had not 
informed the church of this change even though several months passed between the 
outgoing pastor's retirement announcement and the introduction of the new pastor. 
Six of the interviewees representing four churches expressed dissatisfaction with 
their conversations with the DS and used strong terms such as, "lack of trust," 
"dishonest," "disingenuous," and "no help from the district." Four of these interviewees 
were lay leader/clergy pairs from two churches. 
Research Question #4 
This research question sought to identify factors that may have influenced the 
transitions in either a positive or negative way. Fifty-three people answered this question 
• 
on the survey. Respondents could check multiple factors, and they could list others. 
Several people gave comments pertinent to their choices. Table 4.9 reports these findings. 
I listed comments with the appropriate factor on this table rather than completely in the 
other category. 
, 
• 
, 
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Table 4.9. Influencing Factors from Survey (N=53) 
Factors 
New pastor's gender 
New pastor's age 
New pastor's marital 
status 
New pastor's race 
Physical ability of the 
new pastor 
Handicap 
accessibility of the 
church(es) or 
• • parsonage receIVIng 
the new pastor 
Location of the 
church receiving the 
new pastor 
Reputation of the 
new pastor 
Reputation of the 
church(es) receiving 
. the new pastor 
Outgoing pastor's 
influence 
• 
Other/Comments 
n % 
15 28.3 
20 37.7 
\3 24.5 
4 7.5 
9 17.0 
I 1.9 
24 45.3 
25 47.2 
17 32.1 
16 30.2 
23 43.4 
Comments 
- This was our first lady pastor. She has completely turn 
[sic] this church around. [positive examples given] 
- Understood that new pastor wanted to be closer to his 
home in nearby county. Our church opened up. 
- For a year immediately preceding my appointment, I 
served as a Lay Associate; both congregations asked the 
DS to allow me to stay as pastor 
- Other pastor's recommendations 
- Previous knowledge of the church and the people 
-The congregation did not experience a positive 
relationship with the previous pastor; therefore, I was 
greeted with open arms 
- Spiritual gifts I have been given 
- Personal issues for which I sought professional 
counseling 
- Need; the church had an interim pastor just prior to my 
appointment 
• 
- Need: They needed a pastor and I needed an appointment 
and it happened that we fit together well 
- Outgoing pastor was offered a better opportunity 
- Previous church's dynamics 
_ [Additional charge] compatible with existing 
appointment 
- Welcoming of new congregation 
- Good fit 
_ The churches lost their last pastors and I was called to 
them 
_ Readiness of the congregation to move in a new direction 
- Networking in community 
- Lay leaders' support of pastor 
_ New Pastor's effectiveness as a preacher 
_ The pastor's willingness to take over during a difficult 
• time. 
- New Pastor's style 
_ We could not afford full time pastor 
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At the interviews, I asked participants to rate the factors they identified on the 
survey as either positive or negative and to give me some explanation as to why they 
made that rating. I noted comments and sought to understand the role these factors had on 
transitions. Some respondents chose to use the additional responses of both ancI Ilcllfral 
even though I did not give those options. Neutral meant the factor was an influence to the 
transition but in neither a positive or negative way. One lay leader, in response to his 
identification of gender as a factor, said, "J think we were very, very open. either way." . 
Another lay leader, in response to his identi fication of church location as a facIoI'. said. 
"Pretty much a moot point. Very much an influence." Table 4.10 shares these results by 
role and factor. 
• 
Table 4.10. Factors and Their Ratings (N=20) 
Factors Positive Negativc Both Ncutral n {It 0 
• _:w._ ..... ,- • ..... . ..- ' .. .... -- . 
NP gender 2 Clergy I Clergy I Lay leader 5 25 I Lay leader 
NPage 4 Lay leadl!rs I Lay kader I Clergy 6 .10 
• 
NP marital status I Clergy I Clergy 4 20 I Lay leader I Lay kader 
NP race I Clergy I 5 
NP physical ability I Clergy } 10 
-I Lay leader 
Handicap 
accessibility 
() () 
Location of church 2 Clergy I La 'l leader I Lay leader 7 .15 } Lay leaders -
NP reputation 4 Clergy } Lay leaders 7 .15 
Church's reputation 2 Clergy 2 Clergy 7 .15 
.1 Lay leaders 
Outgoing pastor's I Clergy } Clergy I Clergy 40 ~ ~ I Lay leader influence 2 Lay leaders o Lay leaders 
NP = New Pastor 
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A few observations can be made from the interviews with reoard to the influence t:> 
these various factors have on a pastoral transition. The specific situation of each 
transition seemed to determine how the factors influenced the transition. For example, the 
new pastor's physical ability was cited as a positive factor by a clergy person and lay 
leader representing two different appointments because the previous pastors had some 
limiting physical abilities. The new pastor's gender received three positive, one negative, 
and one neutral rating. One positive rating was from a male pastor who was appointed to 
a congregation that does not believe women should be pastors. This pastor was, in fact, 
appointed to the congregation I served as the first woman pastor and experienced a 
negative transition. The other positive rating was from a female pastor who thought being 
a female helped her relate to members of her new congregation in a more caring way than 
• 
the male pastor she followed. The single negative rating was from a female pastor who 
received a lower salary than the male pastor she followed. The salary change was deemed 
acceptable to others due to a change in the appointment description from solo pastor to 
pastoral team. The neutral rating was from a lay leader whose congregation had had 
• 
women pastors before. He did not believe gender had any influence on their transition, 
though it was a factor. A lay leader rated gender as both a positive and negative factor for 
his congregation's transition since some of the members were against having a woman 
pastor at the beginning of the transition, but now, after they have given her a chance to 
demonstrate her capabilities, they are very happy. Repeatedly, I saw each situation 
uniquely determine the rating given to each factor. 
New pastor's age was a factor that received four positive ratings, one negative 
rating, and one classifying it as both during the interviews. The positive ratings all came 
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from lay leaders who received young pastors. The negative rating came from a lay leader 
whose congregation wanted a young pastor and received an older pastor. The lay leader 
commented that the congregation was tired of always getting the older pastors because 
they were perceived as a status church, a church pastors long to be appointed to at the end 
of their careers before retirement. A clergy person, aged 45, rated this factor both positive 
and negative because the congregation to which he was appointed had recently struggled 
with two younger pastors in succession after another pastor retired. This pastor sensed the 
congregation's ambivalence with his age as they desired the image of a young pastor yet 
had the real experience of two difficult transitions with younger pastors. 
Twenty-four clergy and lay leaders chose location of the church on the survey as a 
factor in their transitions, and seven of those people explained further in their interviews. 
Four of those interviewed rated the location of their church as a positive factor, three lay 
leaders and one clergy, because the location was closer to the pastor's extended family 
and spouse's work than the pastor's previous appointment. Another clergy person rated 
the location of his church positively because the church is located centrally in a small 
• 
town. One lay leader said the location of the church was a neutral factor, and one lay 
leader said the location of the church was both its "greatest asset and its greatest curse." 
This lay leader went on to explain that while the old church is in a lovely area of 
downtown Buffalo, it is difficult and costly to maintain. 
Seventeen participants in the survey chose reputation of the church as an 
influencing factor. I interviewed seven of those people. Only two of those interviewed 
rated this factor positively, and they were both clergy. Five people considered this factor 
a negative influence in their transitions; two clergy and three laypersons. One clergy 
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person and one lay leader stated their churches had a negative image in the community. 
The lay leader used the word "snobbish" to describe her church, and the clergy person 
gave a similar description. Another lay leader said his church was known in the district 
for changing pastors regularly, and the other clergy person stated the churches where he 
was newly appointed had issues that needed to be addressed. 
Twenty-five participants in the survey chose reputation of the new pastor as an 
influencing factor. I interviewed seven people who made this selection. All respondents, 
four clergy and three lay leaders, gave a positive rating for this factor in their transitions. 
One lay leader said he had to "dig" to find any information on the incoming pastor. This 
lay leader has been very active in the conference for several years and knew many 
people. He made several comments during the interview about the difficult time he had 
researching the reputation of his new pastor. One lay leader said her church was proud to 
have a man who had grown up in that congregation as their new pastor. 
Sixteen respondents to the survey chose outgoing pastor's influence as a factor in 
their transitions. I interviewed eight of these people. One clergy and two lay leaders 
• 
reported a positive influence from the outgoing pastor. Three clergy rated this factor 
negatively. Two of these pastors shared their experiences with the previous pastor not 
being held accountable and leaving difficult problems to address. Two people, one clergy 
and one lay leader, said this factor had both a positive and negative influence. One pastor 
cited the polarizing effect the outgoing pastor had with the congregation as some 
members liked him very much, and others did not like him at all. The pastor found these 
members with extreme views difficult to work with in the early days of his appointment. 
• 
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Four survey participants chose race as a factor that influenced their transitions. I 
interviewed only one of those persons. This interviewee was an African-American pastor, 
and he thought his race was the reason for his appointment to two African-American 
churches. This belief was very frustrating to him as he saw it as a limiting factor to the 
appointments he would ever receive in the conference. I learned from the survey results 
that the other three responders who chose this factor were Caucasian clergy appointed to 
predominantly Caucasian congregations. I would like to know their reasons for 
responding as they did. 
These examples demonstrate the difficulty of collating and drawing broad 
conclusions from the subgroup of twenty interview responses rating the factors that 
influenced pastors ' and lay leaders' transitions. Participants drew from more experiences 
than just their newest transitions as I asked my questions. Lay leaders and clergy, men 
and women, young and old, and those new to their roles or those who had served for 
several years rated the same factors positively, negatively, both, or neutral. All 
interviewees who experienced negative transitions expressed their frustrations with 
• 
strong emotions. All interviewees wanted to share their stories, particularly when the 
experiences were frustrating. Many of the interviewees cited instances of poor 
communication with their district superintendents. 
Through the coding process, I identified three major themes in the interviews-
communication, the United Methodist system of appointing pastors, and trust. It quickly 
became clear to me these three themes played a much greater role in the success of a 
pastoral transition than any of the factors I listed or people named (see Table 4.11). 
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Table 4.11. Frequency of Major Themes Noted in the Interviews (N=20) 
Theme n % 
Communication 20 100 
United Methodist system 20 100 
Trust 10 50 
Pastors and lay leaders alike reported the importance of good communication in. 
the appointment process. Pastors made comments encouraging more and better 
communication such as, "So the tension did not need to exist, but it did exist because of 
lack of communication"; "Good communication between all parties, especially [from] the 
district superintendent and the cabinet"; "Do listen to the [outgoing] pastor"; "If you had 
just a gathering once in a while with the district superintendent to chat and share, it would 
be beneficial"; "I had no input in [team member's] hiring"; "I was blindsided"; 
"Communication is key ... all the parties have to be consulted"; "I was never filled in very 
much"; and "More honest communication." Lay leaders added comments from their 
• 
perspective; "It was a learning experience of how important communication is across the 
board"; "More communication"; "Well, I think the district superintendent's visit is 
critical"; "It has to do with how information was given to us"; "Maybe the district 
superintendent meets with you first and [you] relate personally what you were looking 
. 
for"; "Not feeling like we were listened to"; "People needed to be understood and 
listened to"; "They should have a longer getting to know you period"; "We as a church 
didn't do a very good job of introducing [the pastor] to the congregation"; "We were not 
consulted about that"; "They're just not telling us"; "[The process] is secretive." Over 
• 
and over again, I sensed frustration because of a lack of good, open communication. 
• 
Grinnell 75 
Another area of common frustration was with the polity of the United Methodist 
Church. Some parishioners do not understand the episcopal form of government in which 
the bishop appoints pastors to congregations. The United Methodist Church does not 
have a call system where churches seek candidates and choose their own pastors. Several 
times I heard how it would be helpful if people understood the system better to appreciate 
the unique qualities an episcopal system offers. People also suggested a longer time of 
transition to help pastors and congregations get to know each other. Several of the people 
I interviewed had only a few months to prepare for the new"appointment. Others wished 
they had received better preparation for the position to which they were appointed. 
Ultimately, every person I interviewed referenced the United Methodist system as 
influencing their transition. 
Trust was also a theme that emerged in the interviews. Half of those who rated 
their transitions negatively also mentioned a lack of trust in the appointment process. Half 
of all those interviewed (six clergy and four lay leaders) highlighted the need for trust to 
ensure a positive transition. Some comments I heard were, "That's a lot of mistrust"; 
• 
"Nobody was confident [the district superintendent relayed infonnation to the cabinet] 
was happening"; "[A previous situation] was a major issue for us which really set the 
stage for distrust"; "There needs to be a feeling of transparency"; "We were each told 
different things up front"; "I needed to rebuild trust with the congregation." 
Summary of Major Findings 
This study sought to identify factors that influenced pastoral transitions. I 
presented gender, age, marital status, race, physical ability, handicap accessibility, 
location of the church, pastor and church reputation, and influence of the outgoing pastor 
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as factors I thought would be common issues people faced when making a pastoral 
transition. While these factors were indeed present in transitions, I found greater 
influence from issues of communication, the United Methodist system, and trust. This 
study yielded three major findings: 
1. Effective and healthy communication among clergy, laity, and judicatory 
persons is very important to the success of a pastoral transition. While several factors 
may influence a transition, the eventual success of a new appointment seems to depend 
more on open communication than any other specific factor: District superintendents, in 
particular, have an essential and unique role in listening and guiding congregations and 
pastors through the transition. 
2. Ineffective and unhealthy communication among clergy, laity, and judicatory 
persons results in a lack of trust, which undermines the formation of good relationships 
and positive transitions not only for current transitions but also for those made in the 
future. 
• 
3. Greater congregational understanding and appreciation of United Methodist 
polity and how the appointment system works would help lay leaders, congregations, and 
pastors transition through pastoral appointments more positively . 
• 
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CHAPTERS 
DISCUSSION 
Major Findings 
Through this study, I hoped to learn ways in which pastoral transitions could be 
more positive experiences for pastors and congregations. When pastors begin a new 
appointment, everyone hopes for a good fit with the new congregation. My conversations 
with pastors and lay leaders provided good information to help achieve that goal. 
I came to three major findings through this study. Communication, trust, and the 
system of appointments in the United Methodist Church intertwine with each other to 
help influence pastoral traditions. Good communication leads to trust among those 
involved in pastoral transitions. Trust in the system helps that system to work in the best 
way possible. When the system works well, people are more willing to communicate 
openly and persevere through difficult times. 
The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
• 
Conference of the United Methodist Church through a survey and interviews with pastors 
and lay leaders who experienced transitions in the last five years. 
Importance of Healthy, Open Communication 
The people I interviewed, pastors and lay leaders alike, were anxious to share 
their stories with me whether positive or negative. Fifty-nine of the sixty-seven survey 
respondents (88 percent) said they were willing to be interviewed. As I asked the 
interview questions, people felt free to relate specific experiences of pastoral transitions, 
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both the immediate one and previous ones. They spoke with conviction in hopes, I 
believe, they might make a difference in the way pastoral transitions occur. 
All those interviewed mentioned at some point the importance of good 
communication. Sometimes interviewees expressed this theme by saying they desired 
more information about a pastor or church from the district superintendent and 
conference before a transition. Sometimes they said the information seemed deceptive. 
Those who rated their transitions positively said they now enjoyed a good relationship 
between pastor and congregation because of good communication early on. 
Communication from district superintendents helped congregations to wait patiently to 
hear who their next pastors would be. Healthy communication between pastors and 
congregations in the early days of the appointment helped ensure a smooth transition. 
Pastors and lay leaders wanted the district superintendents to listen to their 
desires, needs, and concerns before making appointments. I could sense their 
disappointment when those conversations did not take place as I heard statements such 
as, "It was a done deal," or "We had no say." Some of those interviewed even felt they 
• 
were discouraged from communicating among themselves or seeking information about 
new pastors from their previous congregations. 
Good communication was important to those I interviewed as I received their 
thoughts and experiences. Many of the interviewees encouraged me to share the results of 
this study with judicatory persons even without knowing the results. Some of those I 
interviewed who experienced negative transitions asked me if they were the only ones to 
feel as they did. I assured them they were not alone in their experiences. This isolation 
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brought despair to those who still wanted to believe in the United Methodist system of 
appointing pastors. 
Specific communication problems I identified through the survey and interviews 
include issues around fidelity and betrayal mishaps, boundary making and keeping, 
differing expectations, a need for more preparation, and clear presentations of identity. 
These issues were key reasons some pastors and congregations experienced negative 
transitions. Even when a pastor or lay leader identified his or her last transition as a 
positive experience, at least one of these issues was mentioned as an obstacle that 
required intentional communication to navigate successfully through the tension. 
Examples of fidelity and betrayal mishaps include lack of confidentiality, lack of 
honesty, withholding information, and changing course without notification. The church, 
pastor, or district superintendent needs to take responsibility for communicating openly 
yet appropriately, honestly, and in a grace-filled manner. Secret parking lot conversations 
and sharing information before it should be made public undermine a trusting 
relationship. Decision making without all parties at the table opens the way for 
• 
misunderstanding and hurt feelings. I heard the word, "blindsided," more than once in the 
interviews from pastors and lay leaders. 
Boundary making at the beginning of a new pastoral relationship brings structure 
to pastoral relationships before problems happen. Keeping those boundaries helps keep 
offenses to a minimum. I heard a positive example of this point in an interview with a 
pastor who followed a retiring pastor in a small church. The retiring pastor continued to 
worship at that church after his retirement. While this type of situation has the potential to 
result in many problems, the retiring pastor was very careful to keep appropriate 
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boundaries between himself and the congregation. He always referred congregants to the 
new pastor when they had questions or issues. The retired pastor supported the new 
pastor completely, and the new pastor welcomed background information on traditions 
and history of the church from the retired pastor. With good boundary making and 
keeping, the pastoral transition proceeded exceptionally well. 
When parties in a transition have differing expectations, disappointment is likely 
to happen. One lay leader I interviewed told me his congregation paid for the costly move 
of a new pastor from another state. They expected the pastor would stay appointed at that 
church for several years. When the pastor announced his upcoming move to another 
church after only a few years, the congregants expressed great disappointment and 
frustration. The new appointment was to a church that many pastors and laypeople in our 
area perceive as a prestigious church. The pastor did need to go where the bishop 
appointed him; however, his lack of participation in the conversation caused the 
congregation to feel abandoned. Conversation about expectations before the original 
appointment and through the transition of the second appointment may have helped to 
• 
ease hurt feelings. 
The need for more preparatory work before a new appointment starts could help 
more transitions be positive experiences. District superintendents need to share as much 
information as they can with pastors and congregations. Outgoing pastors need to share 
information with incoming pastors about traditions and history of the church and 
community as well as information about church leaders and shut-ins. The sharing of 
practical infOImation, such as garbage collection day, best pizza place, and doctors, helps 
to make a move more successful. After I served my first appointment for a few weeks, I 
• 
• 
. 
• 
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pastors in the United Methodist Church begin transitions while still serving in an 
appointment to another church. For this study, I chose to have the ending of a transition 
.... 
be at the close of the first year of the new appointment. For a time, transitions involve 
two appointments as they overlap each other. Sometimes the overlapping time is very 
short, and rarely is that time more than six months. Durin a the overlappin o time the 
C' eo' 
outgoing pastor needs to share infonnation with the new pastor about the congregation 
and its history and traditions. Once the new appointment starts. changes can be made 
slowly as pastor and congregation get to know each other. Time needs to be allowed for 
each party to grieve the loss of previous pastor or congregation. 
Friedman's family systems theory is centered on healthy communication. If the 
new pastor can remain a nonanxious presence during the uncertainty of the transition, 
openly communicating with the new parishioners about the history and traditions of the 
church. a positive transition experience will be more likely. Common pitfalls, such as 
triangling or oyer/under-functioning, often influence relationships as everyone seeks 
homeostasis rather than addressing needed changes. 
As I look back on my own negative experience, I do see times when I used 
triangling in an attempt to manipulate situations or persons to my benefit. At the time, I 
thought I was building support for my ministry, but now I see how that form of 
communication was unhealthy. I attempted to align people to my side in the ever-
increasing number of battles. I also felt a need to be in control of all that went on in the 
church's ministry. This over-functioning behavior did not help the congregation's 
ministry to grow, and it did offend people who thought I intruded on their work. 
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Pastors and lay leaders I intervicwed sharcd instances of these salllc issucs when 
relating their understanding of negative transitions. Two appointments. in particular, 
involved multiple pastors and congregations. Triangling among the pastors, congregation 
members, and district superintendent happcncd more than once. Anxiety rose as some 
people realized they received incomplete or different information from other people. 
Expectations were not communicated wcll or agrceclupon equally. Dysfunction 
abounded as people tried to work in broken systems. 
\Vecms highlights the importance of exiting well when makjng a transition. 
Communicating appropriatc thanks to the congregation will help everyone with closure. 
\Veems also encourages a ncw pastor to meet key people ill the new appointment as soon 
as possible to begin forming supportive relationships. 
Biblical models of leadership transitions demonstrate the importance of good 
communication. Elijah and Elisha were fortunate to have had time for an apprentice 
relationship so information could be sharcd between them. Jesus shared his ministry with 
the t\velvc disciples and formed a loving relationship with them before leaving them with 
• 
the task of continuing his work in his absence. Paul's work with Timothy also highlights 
the benefits of good communication to hand off the leadership mantle. Paul wrote to 
Timothy and cncouraged him to be bold as he ministered to the new Christian churches 
(I Tim. 1:3, 2 Tim. 1:6-8). Aftcr Paul moved on from the churches he established, he 
remaincd in contact with them through lettcrs of encouragement and accountability. 
Pastors can learn from these models as they form loving rclationships with their 
congrcgants and encourage lay leadcrs to continue ministries after they leave for new 
appointments. 
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. Currently, pastors and churches in the Niagara Frontier District use profile forms · 
to name characteristics, gifts, and values to describe their nature. Judicatory persons then 
use the information on those forms to make appointments. This study reinforces the 
importance of completing those forms honestly and accurately so good appointments can 
be made. Sometimes, pastors and churches fill these forms out hurriedly, simply copying 
answers over from year to year. These forms are the basis for the pairing of pastors to 
churches, so good communication through the forms to those making appointments • 
should help to ensure a good fit between the new pastor and congregation. 
The importance of a district superintendent's role in helping a pastoral transition 
go well is vital to positive pastoral transitions. Over and over again, I heard pastors and 
lay leaders say they appreciated the time a district superintendent spent with them 
communicating honestly and freely. Often, they said they wished the district 
superintendent spent more time with them before the new appointment was named. 
District superintendents oversee many more pastors and churches today than they 
did when districts were smaller. When I began my pastoral ministry, my district had 
• 
approximately fifty churches and fifty pastors. Today, we have closer to eighty of each 
following the merging of districts. Obviously, the district superintendents must spend less 
time communicating with pastors and congregations under those circumstances. 
Administrative demands of larger districts and conferences take away from the time 
district superintendents have to spend with pastors and congregations under their care. 
The superintendents cannot know and appreciate the characteristics and gifts of each 
pastor and congregation as well as when the districts were smaller. 
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In spite of the increase in district size. district superintendents need to make the 
effort to know the congregations and pastors for whom they are responsible to ensure 
good pastoral transitions. Pastors and lay leaders want to know they can reach their 
district superintendents if a need arises. Forming these relationships does require time, 
especially when districts and conferences cover large territories and involve many people. 
However. with deliberate attention to forming relationships with those congregations and 
pastors ahead of time. district superintendents can strongly influence pastoral transitions 
in a positive way. 
Importance of Trust 
Half of the interviewees commented on the need for trust in the appointment 
process. The itinerant system of appointments in the United Methodist Church requires 
tmst. Pastors entrust their futures to others who decide where they will serve. 
Congregations entrust their worship and leadership needs to others who decide which 
pastor will fill that role best. Both groups appreciate being included in the decision-
making process and more readily tmsted the system when district superintendents asked 
for their inpul. Both groups appreciate receiving complete information about an 
appointment prior to meeting with each other. Both groups appreciate receiving 
infO! mati on on the progress of filling an appointment. These efforts to communicate well 
and often enables pastors and congregations to trust a good match will be made when 
facing transitions. 
Distrust quickly became apparent when pastors or lay leaders related a negative 
pastoral transition experience. The distrust I heard about in the interviews was often 
toward the district superintendent and conference. Lack of communication or even 
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deceptive communication from district superintendents can influence transitions in 
negative ways and set the stage for continued distrust in the future. One pastor said she 
felt blindsided when asked to consider an appointment. Further conversation during her 
interview revealed strong issues of mistrust due to poor communication. 
Kellerman highlights the need for followers to follow well. Both leaders and 
followers have a responsibility to behave in ways that foster and nurture trusting 
relationships. Congregation members have a responsibility to follow their new pastors 
\vith hope and integrity. Members need to make sincere effurts to get to know their new 
pastors personally as well as professionally. Pastor parish relations committees can 
provide opportunities through small group social gatherings with the pastor's family or 
special welcoming celebrations after worship. Pastors have the same responsibility to 
follow their district superintendents well. Pastors can make intentional efforts to 
communicate with their district superintendents at good times, not just troublesome 
times, with important congregational news. encouragement, and support, and they can 
help congregations better understand the process of transitioning within the United 
Methodist Church when preparing to leave for a new appointment. Through these efforts 
of good followership, I believe more positive transitions can be experienced. 
Bridges points out the importance of integrity when leading through a transition 
and developing new relationships. Trust develops when leaders are open and honest with 
information, even if that information may be difficult to receive. 
When Elisha returned across the Jordan River to continue leading after Elijah's 
death, he faced prophets who hesitated to follow him. Even though the prophets saw 
Elijah pass the mantel of leadership to Elisha, they could not immediately trust Elisha to 
• 
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be their new leader. Their relationship through the transition needed time before Elisha 
and the prophets could trust each other. 
The psalmist writes, "\\'hen the foundations are being destroyed, what can the 
righteous do?" (11 :3). Pastors, congregations, and judicatory persons all struggle to relate 
to each other in healthy ways when the foundation of trust is shaken. 
The disciples grew to trust Jesus during their three years together because he 
spoke and taught the truth. Even when they did not understand Jesus' actions, this 
foundation of trust helped them to follow Jesus during their apprenticeship period and 
return with an even stronger commitment of faith after Jesus' resurrection. Ananias and 
the other disciples in Damascus and Jerusalem needed time to test their new relationship 
with Paul, a man who previously caused them fear. They could trust Paul's transition 
from persecutor to disciple only after he demonstrated his conversion was real (Acts 9). 
With trust, all of these disciples could carryon the mission of the church. 
Integrity is a key component of leadership. Trust develops when people's actions 
are consistent with their words. Trusting relationships form over time and help people 
• 
navigate change. The pastors and lay leaders I interviewed understood the importance of 
trust as they shared their experiences with me, both positive and negative. That 
foundation of trust can help pastors, lay leaders, and judicatory persons work to make 
pastoral transitions positive experiences. 
District superintendents are the connector among pastors, churches, and the 
conference, and they must understand the importance of building a trusting relationship 
with each party. With open and honest communication, they can build a foundation of 
trust that will ease tensions as pastors and churches anticipate their new appointments. 
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Pastors and congregations can foster trusting relationships with each other through 
graciousness, sincerity, and patience. When congregations show support for pastors and 
their families and pastors show interest in a congregation's history and traditions, a 
foundation of trust begins to develop. Through continued care and consistent words and 
actions, transitions with many influencing factors can be positive experiences. 
Need for Greater Understanding of and Appreciation for the United Methodist 
Appointment System • 
The United Methodist appointment system assigns pastors to congregations based 
on a commitment to itinerancy. Congregation members do not always understand that 
system, and, as a result, their expectations through the process can bring disappointment. 
During the interviews, I heard pastors and lay leaders, alike, comment on the need for 
more understanding of how the system works. Some lay leaders said their congregations 
wanted more say in choosing their pastors. Issues with regard to pastors and families 
moving to a new home brought special considerations to the transition process especially 
when pastors want to be closer to extended family or their spouses have jobs they must 
• 
leave. Pastors and lay leaders expressed a need for better profile forms to share their 
identities with conference leaders. An unclear understanding of the distinction between 
an elder and a local pastor brought tension to one congregation whose pastor I 
interviewed. Each of these examples shows the importance of understanding the United 
Methodist appointment system. • 
Bridges points out the importance of clear and accurate communication during a 
transition to help people understand the process. Through this understanding, tensions 
will be lessened and people will be more willing to accept their roles in the transition. 
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Rogers describes the advantages of instructing people through transitions in order to 
bring them on board with necessary changes. Steinke and Bridges point out that 
opportunities for growth can happen when people commit to understanding and 
supporting each other through the process of transitions. 
The prophets from Jericho clung to their allegiance to Elijah even after his death. 
Once they understood that God would not bring Elijah back to them, they could return to 
follow Elisha. Peter did not understand God's process of salvation. His understanding of 
. 
the title, Christ, prevented him from accepting the purpose of Jesus' death until after the 
resurrection. Jesus restored his relationship with Peter through the repetition of the 
command to feed and care for Jesus' sheep, and then Peter understood how to continue 
Jesus' mission. 
United Methodist congregations cannot expect to choose their own pastors. While 
district superintendents may be wise to listen to a church's requests and desires for a 
particular type of pastor, they are not required to do so. Pastors can help in this regard by 
instructing parishioners on the polity of United Methodism. Pastors may have to remind 
• 
parishioners of the intricacies of the system of pastoral appointment during the entire 
transition process. District superintendents will need to be available before and through 
pastoral transitions to help congregations understand how the system works. 
Through good communication, a foundation of trust, and a clear understanding, 
which leads to an appreciation for the United Methodist system of appointing pastors, 
transitions can be positive experiences for all involved. Other factors in pastoral 
transitions such as attitudes toward women in ministry, physical ability of the pastor, , 
outgoing pastors' influences, or availability of learning resources will always be present. 
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When pastors, lay leaders, and judicatory persons commit to work together in good faith, 
sharing information and concerns openly and honestly as they navigate the system, those 
factors can be handled in stride. and transitions can be positive experiences for everyone. 
Implications of the Findings 
This information is not what I expected as I began this study. I expected to find 
clear indications of demographic factors , particularly with regard to gender, that 
influence pastoral transitions. I am sure my expectation was due to my previous 
experience with a congregation that did not want a woman pastor. However, my findings 
were not clear in this regard. What did become clear to me was the importance of good 
communication, integrity, and appreciation for our United Methodist appointment 
system. Through my own good communication of these findings with judicatory persons, 
perhaps the current way of making appointments can be reviewed and improved. 
I expect to share the results of this study with my own district superintendent in 
hopes he will share the information with his colleagues on the cabinet. He expressed an 
interest to hear my findings, and I feel a responsibility to be the voice of those I surveyed 
• 
and interviewed to help make pastoral transitions more positive. 
The role of the district superintendent in the transition process cannot be 
overstated. District superintendents must make the effort to know the congregations and 
pastors for whom they are responsible to promote good pastoral transitions. This effort 
does require time, especially when districts and conferences cover large territories and 
involve many people. However, with deliberate attention to forming relationships with 
those congregations and pastors ahead of time, district superintendents can celebrate good 
pastoral transitions more often. 
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I did hear positive stories in half of the intervicws I conducted. As I reviewed 
thosc transcripts, I saw clear examples of people following the good practices I 
mentioned earlier. One lay 1e~I(kr shared his pleasure with the recent transition his church 
experienced hl..~cause the district supcrintel1lknt spent a great deal of unhurried timc with 
them hcfor~ meeting with the cahinct to appoint the next pastor. The exiting pastor and 
the new pastor then met to hcgin the process of transition as they shared important 
information. respected boundaries. and encouraged each other in their ncw ventures. 
These good pr~lctices helped ensure a positive transition experience for everyonc 
involved. 
The findings of this study will inlluence my own pastoral ministry. I plan to bc 
more intentional about helping my congregations understand and apprcciatc thc Unitcd 
~'1cthodist process of appDinting pastors. I helievc thc episcopal systcm of appointments 
has specific advantages over a call system. and I want to convey thcm to my parishioners. 
I also commit to foster healthy communication and maintain my integrity with all persons 
I mcet. espccially people who arc part of my ministry. I will not focus on individual 
factors that may inlluence my work as much as my commitment to communicate wcll 
and live and work so peoplc will trust me. 
Limitations of the Study 
Thc rcsults of this study are limited by the size of my own district and the fivc-
ycar timc frame with which I worked. A limited number of bishops and district 
superintcndents providcd guidance and supervision during this timc. A study over more 
years of pastoral and lay scrvicc Illay providc different results. Extreme expcriences. 
either positive or negative, would havc less of an effcct on outcomes. 
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Unexpected Observations 
I began this study after a situation in my own pastoral ministry experience 
highlighted i.l difficulty in transitioning to an appointment to a church that did not 
welcome its first woman pastor. I did not expect this difficulty, and I was not prepared for 
the ensuing frustrations the congregation and I would face. I take responsibility for some 
of that frustration and my own lack of understanding of the grief process the congregation 
needed to experience to let go of their previous pastor in order to embrace me as their 
new pastor. 
In retrospect, I do think steps could have taken to help make the transition a more 
positive one for the congregation and me. Some obvious, up-front issues and factors that 
became m,~or obstacles later to the formation of a good pastoral appointment could have 
been named and addressed throughout the transition period rather than minimized, 
avoided, or ignored. Gender, grief. and unrealistic expectations due to a lack of 
understanding of United Methodist polity and procedures were factors in that transition 
about which we could have had more conversation from the start and throughout the early 
• 
days of the appointment. Perhaps that intentional open communication could have 
prevented the hurt experienced by both the congregation and me. 
While I expected a clearer outcome of specific factors associated with inclusivity 
to be shown with this study, the results of the survey and interviews instead showed those 
factors did not influence the quality of a pastoral appointment as much as communication 
did. Open and honest communication tended to result in good transitions while minimal 
and less than forthright communication tended to result in difficult transitions. When I 
step back and consider this revelation, I am not surprised. Personal relationships, between 
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people or between pastors and congregations, can manage many different factors, and 
involved parties can work through problems with good communication. Issues around 
gender, age. or race do not have to become overwhelming or crippling. 
Another surprise to me was the willingness. even joy and relief, the participants of 
this study demonstrated when given the opportunity to tell their stories. People bared 
their souls to me as if they were glad someone was finally listening. Pastors and lay 
leaders \vho experienced negative transitions with their newest appointments shared 
• 
heartache and anger openly with me. They also shared previous experiences that still 
caused stress and tension. The emotional scars of those past negative transitions remained 
very influential in future appointments. causing pastors and congregations to be hesitant 
as they fOi rned new relationships. 
Concern about the sensitive nature of some of the conversations I had seemed 
minimal. People just wanted to be heard. Only one person of the twenty I interviewed 
asked to read the data analysis before I submitted it to be sure my rep0I1ing would not 
identify his specific situation. Implicit in all the responses was the hope that transitions 
• 
could be better for everyone in the future if only people would talk with each other 
respectfully and honestly. 
I was surprised at the way my colleagues encouraged me when they learned about 
my dissertation topic. When I told them I hoped to find ways to make pastoral transitions 
more positive, their encouragement was more than the usual, "I hope you do well." 
Pastors were genuinely enthusiastic that I would address this subject. Laypersons were 
still encouraging, just not nearly as much as the clergy. Perhaps, in the management of 
stress over the success or failure of a pastoral transition, pastors are the ones who absorb 
• 
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the most responsibility. Perhaps they are least able to have realistic expectations that keep 
them from continually trying harder to make appointments work. 
Recommendations 
This study has information that can help make pastoral transitions more positive. 
My desire is for the cabinet to learn the results of this study and make a greater 
commitment to the success of pastoral transitions. The size of the districts in our 
conference requires great effort on the part of district superintendents to know pastors 
. 
and churches under their care. This study reinforces the importance of putting forth that 
effort. 
I hope changes can be made to old profile forms that will help the members of the 
cabinet in their task of appointing pastors to churches based on their gifts, talents, and 
needs. Pastors and congregations need to be thoughtful and serious in identifying 
themselves through whatever method is in place. They also need to show God's grace 
throughout the transition process as they get to know each other and navigate the system. 
Transition checklists for exiting pastors and the congregations who will welcome 
• 
newly appointed pastors can be reminders of obstacles to good transitions. My district 
does have a list of suggestions for pastors in transition, and I found it helpful for the 
transitions I experienced. Passing the mantle of leadership requires diligence in 
appropriate information sharing, boundary keeping, and faithfulness to United Methodist 
polity. My mentor, Dr. Russell West, said, "When these things are not tended to, people 
get harmed." District superintendents have the responsibility to monitor the process by 
way of phone calls, e-mails, and visits to pastors and churches to ensure new 
• 
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relationships form well. Support and encouragement to and from all parties involved in a 
pastoral transition can help the transition be a positive experience. 
I would like to see other studies address anyone of the identified factors 
influencing transitions more specifically and exclusively than this study did. 
Comparisons of transition experiences between male clergy and female clergy, young and 
old, married and single could be tested and analyzed more thoroughly than the scope of 
this study provided. 
A study that took into consideration the perspectives of district superintendents 
and bishops on the appointment process would also be of interest. They do have practical 
limits on time, resources, and pastors and churches with which to make appointments. 
Their experiences would add understanding to the issue of pastoral transitions. 
I look forward to seeing further studies in the new field of followership and in 
dealing with those who influence change in negative ways. Rogers' laggards have much 
power to sabotage the new start a pastoral change brings. Empowering positive leaders, 
both lay and clergy, can help overcome such negativity . 
• 
Postscript 
The responsibility of hearing people's stories and sharing information with 
appropriate persons so changes can be made to encourage more positive pastoral 
transitions is great. I am honored pastors and lay leaders would entrust their stories to me, 
and I will hold those stories gently and dearly to my heart. I pray changes in the 
appointment process will be made to reflect the work accomplished in this study . 
• 
My own sense of peace is strengthened through this study. I can place my story in 
context with my colleagues to see I am not alone in feeling frustrations with the 
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appointment process. I am now able to process my negative experience with more 
understanding and self-awareness of my reactions and the reactions of others to a 
sitllation that might have been handled differently. I learned more effective ways to 
communicate. trust. and work \\'ithin the United Methodist system so my current 
appointment is a joyflll one. I do have hope that pastoral transitions can be more positive 
experiences for everyone . 
• 
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APPENDIX A 
REVISED QUESTIONS FOR THE SURVEY 
Please answer the following questions with regard to ),our newest pastoral 
appointment. 
1. Are you Lay Leader Clergy 
IF LAY LEADER: 
2. How many years have you held this position in your current church? 
1-4 5-9 10 or more 
---
3. How many different pastoral appointments have there been at your church in the last 
10 years? 
IF CLERGY: 
2. How many years have you served as a pastor? 
1-4 
---
5-9 
---
___ 10-14 
__ 15-19 20 or more 
---
3. How many different pastoral appointments have you had in the last 10 years? 
ALL: 
4. What is your year of birth? 
5. Are you Male ___ Female 
6. What is your marital status? 
___ Single Married first time Widowed 
---
• 
Divorced, not remarried 
---
Divorced, remarried 
---
7. How would you classify your race? 
Caucasian 
---
African-American 
---
___ Hispanic 
Asian 
---
Native American 
---
Mixed 
---
Other 
---
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8. How many months passed between your knowledge of the new appointment and the 
beginning of this appointment? _ 
For the purpose of this survey, please consider a pastoral transition to begin with 
the knowledge of a new appointment and go through the first year of that 
appointment. 
9. How would you rate this pastoral transition? 
Positive 
---
___ .Negative 
10. What learning opportunities did the Conference offer prior to and/or during the 
• 
pastoral transition? (Check all that apply.) 
___ Workshop 
___ Book-please give title(s) _______________ _ 
___ Counseling or conversations with the district superintendent about the 
change 
___ Other-please list all ________________ _ 
___ None that I know of 
Don't know or don't remember 
---
• 
11. What learning opportunities, conference offered or otherwise, did you actually use? 
(Check all that apply.) 
___ Workshop 
-'--__ Book-please give title(s) _______________ _ 
Counselino or conversations with the district superintendent about the 
___ 0 
change 
___ Other-please list all ________________ _ 
None 
---
Don't know or don't remember 
---
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12. What factors do you think influenced this pastoral transition, either in a positive or 
negative way?(Check all that apply.) 
___ .New Pastor's Gender 
___ New Pastor's Age 
---
New Pastor's Marital Status 
---
New Pastor's Race 
___ Physical ability of the New Pastor 
___ Handicap accessibility of the Church(es) or Parsonage receiving the new 
pastor 
___ Location of the Church(es) receiving the new pastor 
___ Reputation of the new pastor 
___ Reputation of the Church(es) receiving the new pastor 
___ Outgoing pastor's influence (comment optional) _________ _ 
___ Other-please list all ___________________ _ 
13. Would you be willing to participate in a follow-up interview? 
No Yes 
---
If yes, please give name and contact information. 
Name ________________________________ _ 
Church(es) __________________________ _ 
Phone Number _______________________________________ _ 
E-mail Address _________________________ _ 
• 
• 
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APPENDIXB 
REVISED QUESTIONS FOR THE INTERVIEW 
Participant ____________________________ _ 
Date ______________ __ 
Time and Place of Interview 
-------------------------------------
Thank you for being willing to participate in this interview. 
Please answer the following questions with regard to your newest pastoral 
appointment. 
For the purpose of this survey, consider a pastoral transition to begin when you first 
learned of the new appointment and to end at the conclusion of the first year of that 
appointment. 
1. You stated that you have had __ different pastoral appointments in the last 10 
years. 
Would you consider that to be ___ below average ___ average ___ above 
average for United Methodist Churches in our district? Why did you choose that 
. answer? Explain fulJy_ 
• 
2. You stated that months passed between the time you learned of the new 
---
appointment and when the appointment began. During that time, did you do 
anything to prepare for the new pastoral appointment? 
If so, what did you do? 
3. You rated this pastoral transition positively/negatively. Can you tell me why you 
gave it that rating? 
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4. You said the Conference offered these learning opportunities (or offered 
none/don't know or remember) (list), and you said you used these learning 
opportunities (list). Why did/didn't you use the opportunities offered by the 
ConferencelDistrict? (and/or) Did you find them helpful? Explain. 
5. You checked some factors as influencing this pastoral transition. As I name each 
one, please tell me if the factor influenced in a positive or negative way. Explain each 
one. 
6. Looking back, are there any resources you wish you had used? Why? 
7. Did any particular person, including yourself, make a positive difference in this 
pastoral transition? 
How? Is there anyone else? 
8. Do you have any thoughts or suggestions on how to make pastoral transitions 
positive experiences for pastors or congregations? 
• 
, 
• 
• 
, 
• 
APPENDIX C 
LETTER OF INFORMED CONSENT 
Rev. Karen S. Grinnell 
4701 East Rd. 
Batavia, NY 14020 
(585)-750-7381 
karen. grinnell @gmail.com 
Grinnell 102 
Title of Study: Pastoral Transitions: A Study of Factors That Influence Success 
, 
• 
• 
Researcher: Rev. Karen S. Grinnell 
Institution: Asbury Theological Seminary 
Introduction: This study investigated factors that may influence the success of a pastoral 
transition through a survey and follow-up interviews with pastors and lay leaders who 
had experienced pastoral transitions in the last five years . 
Purpose: The purpose of this study was to identify factors that influence transitions 
between pastoral appointments in the Niagara Frontier District of the Upper New York 
Conference of the United Methodist Church through interviews with pastors and lay 
leaders who had experienced transitions in the last five years. 
Procedures: You will be asked eight questions about your experience through your last 
pastoral transition. Your responses will be recorded via digital recorder and transcribed 
by the researcher. The interview will last no longer than one hour. 
• 
Possible risks and benefits to you: No physical risks or benefits exist for you as you 
participate in the study, and no direct benefit to you. Your par1icipation in the interview 
and the research project will, however, provide valuable data on pastoral transitions that 
may affect other clergy and congregations throughout the Upper New York Conference 
of the United Methodist Church. 
Right of refusal to participate and right to ask questions: You have the right at any 
time to refuse to participate in the interview or refuse to answer certain interview 
questions. If you have questions about the study, please contact the researcher at any time 
using the information listed on the header of this letter of informed consent. 
Confidentiality: Your identity will be kept anonymous and only non-identifying 
information from the interviews will be used in the publication of the study. The 
interview will be recorded using a digital voice recorder and then transcribed to text. This 
consent paper, the audio files, and transcribed text will be stored in a locked filing cabinet 
• 
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at the researcher's home. Any digital documents will be stored on a password-protected 
computer. 
The undersigned gives consent to be interviewed for the study, assuming the conditions 
outlined on this paper. 
Printed name of interviewee: 
---------------------------------------------
Date: ____________________________ __ 
Signed (Researcher) : ________________________________________________ __ 
Date: ____________________________ __ 
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